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PROGRAMS.  INTERVIEWS  IN  10  MAJOR  CITIES  WITH  121  OFFICIALS 
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CONSTELLATION  OF  FACTORS  WHICH  ARE  DEEPLY  EMBEDDED  IN  THE 
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OF  QUALIFIED  APPLICANTS  IS  GENERATED  AND  CONTINUES  TO  BE 
BARRED  FROM  APPRENTICE  PROGRAMS,  PUBLIC  POLICY  MIGHT  HAVE  TO 
DEVOTE  MORE  ATTENTION  TO  THE  QUALIFICATIONS  AND  TESTING 
PROCEDURES  USED  TO  SELECT  TRAINEES.  TWO  OF  THE  MOST  IMPORTANT 
POLICIES  NEEDED  TO  INCREASE  NEGRO  PARTICIPATION  ARE  MEASURES 
THAT  WOULD  IMPROVE  THE  QUALITY  OF  EDUCATION  AVAILABLE  TO 
DISADVANTAGED  YOUTH  AND  POLICIES  TO  MAINTAIN  FULL  EMPLOYMENT 
AND  ECONOMIC  GROWTH.  THE  MUNICIPAL,  FEDERAL,  CIVIL  RIGHTS, 
INDUSTRY,  UNION,  AND  STATE  OFFICIALS  ALL  HAVE  IMPORTANT  ROLES 
TO  PLAY  IN  INCREASING  THE  NUMBER  OF  NEGRO  APPRENTICES.  <HC) 
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INTRODUCTION 


A number  of  developments  during  the  1950* s and 
1960's  focused  attention  on  the  project  of  equal  appren- 
ticeship opportunities.  The  clashes  between  increasingly 
militant  civil  rights  organizations  and  discriminatory 
unions  during  the  1950's  drew  attention  to  the  absence  of 
Negroes  from  many  unions  and  apprenticeship  programs.1 
While  the  unions'  motives  for  exclusion  were  not  based  en- 
tirely on  racial  considerations,  the  vigor  with  which  they 
defended  their  restrictive  policies,  and  the  fact  that 
there  were  few,  if  any,  Negroes  in  their  unions,  made  it 
difficult  to  avoid  the  racist  conclusion.  These  contests 
gave  the  apprenticeship  issue  a symbolic  significance 
which  often  obscured  the  quantitative  importance  to  Ne- 
groes of  the  jobs  they  were  likely  to  get  through  appren- 
ticeship training.  As  presently  constituted,  apprentice- 
ship programs  are  not  quantitatively  very  important. 

xFor  a discussion  of  these  see  Ray  Marshall, 

The  Negro  and  Organized  Labor  (New  York:  John  Wiley  and 

Sons,  1965). 


The  apprenticeship  (question  alsc  attracted  at- 
tention as  a solution  to  some  of  the  economic  problems 
facing  young  Negro  males  during  the  1950's  and  1960's. 
Declining  employment  opportunities  in  jobs  traditionally 
open  to  them,  together  with  population  shifts  which  in- 
creased the  number  of  young  Negro  males,  caused  these 
groups  to  experience  declining  relative  labor  force  par- 
ticipation rates,  rising  unemployment  rates,  and  declining 
relative  incomes  during  these  years.2 * * * * * * 


2 

The  relative  income  position  of  Negro  ma3.es  de- 

clined in  every  region  during  the  1950 's,  in  spite  of  im- 

provements one  would  ordinarily  expect  as  Negroes  moved 

increasingly  from  low  income  agricultural  activities  to 

urban  jobs.  (Alan  B.  Batchelder,  "Decline  in  the  Relative 
Income  of  Negro  Men, " Quarterly  Journal  of  Economics , 
August,  1964,  pp . 539-547  . ) After  ha ving  been  consis- 
tently less  than  double  the  white  rates  before  1957,  non- 
white  unemployment  rates  were  consistently  more  than 
double  those  of  whites  after  1957  . In  1948“tTeenage  male 
unemployment  rates  were  7.6  percent  for  nonwhites  and  8.3 
percent  for  whites;  in  1965,  these  relative  positions  were 
reversed  and  the  teenage  male  unemployment  rates  were  22.6 
percent  for  nonwhites  and  11.8  percent  for  whites.  It  is 
also  significant  that  in  1964  the  rate  at  which  unemployed 
Negroes  had  involuntarily  lost  their  jobs  was  at  least 
two  and  a half  times  that  of  unemployed  whites.  (Curtis 
L.  Smith,  Jr.,  "The  Unemployed:  Why  They  Started  Look- 

ing for  Work,"  Monthly  Labor  Review.  October,  1965,  p. 
1199.)  "" — 9 

Unemployment  rates  do  not,  however,  tell  the 
whole  story  because  there  also  has  been  a worsening  of  the 
extent  to  which  honwhite  males  have  participated  in  the 
labor  force.  In  1948,  the  civilian  labor  force  participa- 
tion rates  for  both  nonwhite  males  and  females  were  higher 
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The  present  study  is  designed  to  accomplish 

Sr 

these  objectives.  The  remainder  of  this  chapter  will  dis- 
cuss the  reason  for  the  attention  given  this  problem  and 
the  research  procedures  which  produced  our  findings. 
Chapter  II  presents  a brief  general  discussion  of  the  na- 
ture of  the  apprenticeship  system  in  the  United  States. 
Chapter  III  discusses  the  extent  of  Negro  participation 
in  apprenticeship  programs.  Chapters  IV-XI  present  our 
findings  with  respect  to  Negro  participation  in  apprentice 
ship  programs  in  various  cities.  Chapter  XII  analyzes 
various  remedial  measures  which  have  been  adopted  to  in— 
crease  Negro  participation  in  these  programs.  Our  recom- 

' I . ' 

mendations  for  increasing  the  number  of  Negro  apprentices 
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(84.8  percent  and-  44.4  percent)  than  the  rates  for  whites 
(84.2  percent  and  30.6  percent).  In  1965,  the  participa- 
tioi  rate  for  nonwhite  females  (46.0  percent)  remained 
much  nigher  than  the  rate  for  white  females  (36.9  percent) 
but  the  rate  for  nonwhite  males  (75.2  percent)  was  now 
lowe r than  the  rate  for  white  males  (77.6  percent). 

i 

The  participation  of  nonwhite  males  in  rapidly 
expanding  white-collar  and  service  jobs  also  has  been  less 
than  any  other  group.  Employed  nonwhite  men  constituted 
9.2  percent  of  the  employed  male  labor  force  in  1955,  but 
only  3.0  percent  of  white-collar  workers;  their  propor- 
tions in  1965  were  9.7  percent  of  the  labor  fores  and  4.2 
percent  of  white-collar  workers.  Nonwhite  females  con- 
stituted 12.4  percent  of  the  employed  female  labor  force 
in  1955  and  12.6  percent  in  1965,  but  their  proportions 
of  white-collar  workers  increased  from  3.4  percent  to  5.3 
percent.  (Joe  L.  Russell,  ’’Changing  Patterns  in  Employ- 
ment in  Nonwhite  Workers,”  Monthly  Labor  Review,  May, 

1966,  pp . 503-509). 
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are  presented  in  the  final  chapter.  Appendix  A giveB  a 
brief  summary  of  some  of  our  interviews. 

Efforts  to  get  more  Negroes  into  apprenticeship 
programs  increased  tensions  between  the  civil  rights  move- 
ment and  the  apprenticeship  establishment  (unions,  em- 
ployers, and  specialized  government  agencies).  During  the 
early  1960’s  civil  rights  pickets  sought  to  halt  work  at 
some  construction  sites,  and  civil  rights  leaders  threat- 
ened unions  with  legal  proceedings  designed  to  get  more 
Negroes  into  apprenticeship  programs.  Various  levels  and 
branches  of  government  responded  to  these  developments  by 
adopting  measures  designed  to  cool  tensions  and  increase 
the  number  of  Negroes  in  the  skilled  trades. 

It  became  very  clear  during  these  disputes  that 
there  was  much  mutual  misunderstanding  between  the  appren- 
ticeship establishment  and  the  civil  rights  movement. 

There  was  therefore  an  obvious  need  to  clarify  the  issues, 
to  evaluate  the  measures  being  taken  to  promote  equal 
apprenticeship  opportunity,  and  to  make  recommendations 
for  further  remedial  action. 

The  urgency  of  the  need  to  get  more  Negroes  into 
the  skilled  trades  is  indicated  by  the  U.S.  Department 
of  Labor's  projections  of  nonwhite  employment  and 
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unemployment  patterns.  Between  1965  and  1980,  the  non- 
white  labor  force  is  expected  to  increase  by  41  percent  as 
compared  with  an  increase  of  28  percent  for  whites.  These 
projections  are  based  cn  the  high  population  increases  ex- 
pected among  nonwhite  youths.  Nearly  half  of  the  projected 
increase  in  the  labor  force  between  1965  and  1970  (35  of 
7.6  million)  will  be  among  workers  14  to  24  years  oltlj  non- 
whites in  this  age  group  are  expected  to  increase  by  nearly 
30  percent  compared  with  20  percent  for  whites.  As  a con- 
sequence of  these  projections,  by  1980  nonwhites  in  the  14- 
24  age  bracket  are  expected  to  constitute  14  percent  of  the 
total  labor  force  as  compared  with  12.3  percent  in  I960.3 
Coming  at  a time  of  declining  opportunities  in  the  unskilled 
and  semiskilled  jobs,  these  projected  increases  make  it  ob- 
vious that  unemployment  rat^s  among  Negro  youths  will  con- 
tinue to  deteriorate  ominously  unless  something  is  done  to 
produce  significant  shifts  in  traditional  racial  employment 
patterns . 

Although  as  presently  constituted  apprenticeship 
programs  are  not  important  enough  quantitatively  to  have 

3Scphia  Cooper  and  Denis  F . Johnston,  "Labor 
Force  Projections,  by  Color,  1970-1980,"  Monthly  Labor 
Review,  September,  1966,  pp . 965-967.  ” 
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much  impact  on  this  problem,  the  fact  that  these  programs 
provide  skilled  job  opportunities  primarily  for  male 
youths  obviously  makes  apprenticeship  opportunities  quali- 
tative ly  very  important  to  Negroes. 

The  Project 

Staff 


In  the  summer  of  1965,  the  Department  of  Eco- 
nomics of  The  University  of  Texas  entered  into  a contract 
with  the  Office  of  Manpower,  Automation  and  Training  (OMAT, 
now  known  as  the  Office  of  Manpower  Policy,  Evaluation  and 
Research)  to  undertake  a study  of  Negro  participation  in 
apprenticeship  programs.  The  project’s  principal  staff 
members  were  F*  Ray  Marshall  (Professor  of  Economics  at 
The  University  of  Texas),  Director,  and  Vernon  M.  Briggs, 
Jr.  (Assistant  Professor  of  Economics  at  The  University 
of  Texas),  Associate  Director. 

Although  the  director,  the  associate  director, 
and  two  interview  coordinators  condi.  ted  most  of  the  inter- 
views in  the  ten  cities  selected  for  study,  21  special 

\ 

interviewers-  also  were  utilized.  These  special  inter- 

x*"* 

viewers,  selected  mainly  on  the  basis  of  their  interview- 
ing experiences,  came  from  a variety  of  occupational 
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backgrounds:  graduate  students,  human  relations  commis- 

sion staff  members,  university  instructors,  high  school 
teachers,  social  workers,  and  staff  members  of  civil  rights 
and  union  organizations. 

The  main  immediate  objective  of  our  study  was  to 
identify  the  approaches  and  methods  which  had  succeeded  in 
inc rea sing  Negro  partic ip a t ion  in  selected  app re nt ice  ship 
programs  and  to  determine  why  other  approaches  had  not 
been  successful.  Our  main  ultimate  objective  was  to  recom— 

i 

mend  policies  which  would  make  it  possible  for  Negroes  to 
increase  their  participation  in  and  successful  completion 
of  apprenticeship  programs. 

Because  of  our  mandate,  we  took  two  basic  propo- 
sitions as  given  (not  to  be  explained) : that  the  appren- 

ticeship system  is  a good  form  of  training  and  that  to  get 
more  Negroes  into  these  programs  is  a desirable  objective. 
We  recognize  that  these  questions  need  to  be  examined 
critically,  but  they  are  beyond  the  scope  of  our  assigned 
task . 

Procedure  s 

. i 

We  sought  primarily  to  examine  the  recent  dyna- 
mic situations  involving  the  participation  of  Negroes  in 


j 


m 


8 


S 


i ] 

I i 

i i 


spp  rest ice  ship  programs  in  ten  major  cities  with  large 
wegro  populations.  The  cities  were  selected  in  such  a 
way  as  to  illustrate  a variety  of  problems  and  remedial 
programs,  as  well  as  to  be  representative  geographically. 
The  cities  were  selected  after  consultation  with  civil 
rights,  government,  industry,  and  union  spokesmen. 

Since  we  were  primarily  interested  in  "trouble 
pots  where  civil  rights  organizations  or  government 
agencies  were  attacking  or  about  to  attack  the  apprentice- 
ship establishment,  we  did  not  attempt  to  study  Wegro  par- 
ticipation in  all  apprenticeship  programs.  We  therefore 
paid  less  attention  to  the  trowel  trades  and  the  carpen- 
ters, where  Negroes  are  known  to  have  had  little  diffi- 
culty, and  concentrated  our  efforts  on  such  programs  as 
the  electricians,  ironworkers,  sheet  metal  workers,  the 
plumbing  and  pipefitting  trades,  the  printing  trades,  and 
some  mechanical  trades  in. industrial  plants. 

We  decided  that  revealing  answers  to  our  ques- 
tions would  require  an  examination  of  many  published  and 
unpublished  documents  and  detailed  interviews  with  two 
groups  of  people.  One  consisted  of  -officials  concerned 
with  Negro  participation  in  Apprentice  programs.  in- 
cluded in  this  group  were  representatives  of  the  Bureau 
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of  Apprenticeship  and  Training,  the  Bureau  of  Employment 
Security,  state  employment  services,  state  apprenticeship 
offices,  local  building  and  construction  trades  unions, 
regional  and  national  AFL-CIO  bodies,  employer  and  joint 
industry  associations,  employer  training  groups,  joint 
apprenticeship  committees,  apprenticeship  information 
centers,  city  government  agencies,  local  human  relations 
commissions,  schools,  federal  equal  employment  opportunity 
agencies,  and  civil  rights  organizations . From  this  group 
we  sought  to  elicit  background  information,  to  gather 
names  of  potential  Negro  interviewees,  to  seek  suggestions 
for  remedial  action,  and  to  verify  conflicting  reports. 

In  most  instances,  these  interviews  were  conducted  by  the 
director  and  associate  director. 

The  second  group  of  interviewees  consisted  of 
Negroes  who  were:  currently  indentured  in  apprenticeship 

programs,  awaiting  a decision  on  their  applications,  re- 
jected when  they  applied,  dropouts  from  programs  after 
they  had  been  admitted,  or  had  failed  to  complete  the  ap- 
plication procedures  after  expressing  an  initial  interest. 

In  addition  to  these  two  broad  groups  of  inter- 
viewees, a number  of  miscellaneous  persons  were  inter- 
viewed. Those  included  in  this  "catch-all " category  were 
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Negro  journeymen  (to  learn  how  they  entered  the  trade); 
white  apprentices  and  white  journeymen  (to  learn  how  they 
entered  but,  more  importantly,  to  gain  some  insight  into 
their  explanation  for  the  paucity  of  Negroes  in  their 
trade);  and  with  several  Negro  and  white  youths  involved 
in  various  ways  with  the  subject. 

In  retrospect — while  we  learned  many  interesting 
incidents,  experiences,  and  op inions--the  interviews  with 
the  second  group  were  highly  impressionistic  and,  in  many 
respects,  uniform  in  their  conclusions.  However,  the  most 


informative  and  instructive  interviews  were  those  with  the 
various  officials.  The  officials  represented  the  differ- 
ing facets  of  the  apprenticeship  issue  and  usually  had 
accumulated  a vast  amount  of  knowledge  or  firsthand  ex- 
perience with  the  issue.  We  profited  greatly  from  their 
accounts.  Although  we  sought  to  obtain  some  uniform  kinds 
of  information  from  each  interviewee,  we  did  not  use  a 
structured  questionnaire  because  we  wanted  the  inter- 
viewees to  tell  their  own  stories. 

Yet,  we  feel  the  study  gained  from  tapping  both 
sources.  The  Negro  youths  themselves  provided  specific 
details  about  particular  happenings;  the  officials  con- 
tributed broader,  overview  comments.  Both  sources — for 
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different  reasons— were  valuable  to  our  understanding  of 
the  depth  and  the  scope  of  this  complex  topic. 

Interview  Statistics 

Table  1-1  shows  a breakdown  of  interviet-rs  with 
121  different  officials.  Actually  the  number  of  inter- 
views exceeds  this  total  since  in  many  instances  these 
people  were  interviewed  more  than  once.  We  also  held  group 
discussions  with  Negro  high  school  and  college  teachers 
and  counselors,  Negro  college  students,  groups  of  interna- 
tional union  representatives,  joint  employer-union  groups, 
equal  employment  opportunity  officials,  and  special  semi- 
nars, which  are  not  included  in  these  totals.  The  totals 
therefore  represent  only  those  written  interviews  which  are 
in  our  files. 

Table  1-2  presents  the  distribution  of  the  127 
interviews  of  the  Negroes  involved  directly  in  apprentice- 
ship programs.  As  is  indicated,  of  the  127  interviews,  61 
were  with  currently  enrolled  Negro  apprentices,  3.1  were 
with  Negroes  whose  applications  were  pending  at  the  time 
of  their  interview,  25  were  with  Negroes  who  were  rejected 

t* 
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when  they  applied  for  admission,  20  were  with  Negroes  who 
--after  expressing  initial  interest  in  apprenticeship-- 
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TABLE  1-1 

CUMULATIVE  BREAKDOWN  OF  ALL  INTERVIEWS  CONDUCTED 
WITH  OFFICIALS  CONCERNED  WITH 
NEGRO  PARTICIPATION  IN  APPRENTICESHIP  PROGRAMS 


Organization 


Number  of  Interviews 


Civil  Rights  Organizations  15 

Employer  Associations  or  Training 

Officials  q 

Human  Relations  Commissions  and  State 

Fair  Employment  Practices  Commissions 

(or  equivalents)  12 

Public  School  Officials  8 

Bureau  of  Apprenticeship  and  Training  12 

Employment  Service  (state  and  federal)  12 

Other  Federal  Agencies  involved  in  Equal 

Employment  Opportunity  15 

National  Union  Officials  10 

Regional  Union  Officials  3 

Local  Union  Officials  19 

University  Experts  and  Specialized  Consultants  __7 

Total  Interviews  of  Officials  121 
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TABLE  1-2 

INTERVIEWS  OF  NEGRO  APPRENTICES 
AND  APPLICANTS  BY  CRAFT 


14 

4 

5 
29 

11 

21 

1 

1 

2 

1 

10 


Reinforced  Concrete  Workers  2 
Painters  5 
Other  Building  Trades  9 
Bookbinders  1 
Printing  Industry  9 
Machinists  ? 


127 

Vs 


Plumbers 

Pipe  and  Steamfitters 

Ironworkers 

Electricians 

Operating  Engineers 

Sheet  Metal  Workers 

Lathers 

Plasterers 

Cement  Masons 

Roofers 

Carpente  rs 
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x’ailed  to  complete  the  application  requirements  to  be  con- 
sidered, and  ten  were  with  Negroes  who  after  being  admit- 
ted to  an  apprentice  program  subsequently  dropped  out  of 
their  own  volition. 

If  we  include  25  miscellaneous  interviews,  a 
total  of  273  different  individuals  were  interviewed  and 

discussions  were  conducted  with  many  other  individuals  and 
groups . 

Problems 

No  undertaking  worth  doing  can  expect  completely 
smooth  sailing.  Our  project  was  no  exception.  From  the 
start  it  became  apparent  that  the  topic  involved  two  al- 
most equally  controversial  matters:  Negroes  and  apprentice 

ship.  When  both  subjects  were  combined,  the  investigating 
ta„ k was  compounded  many  times  over.  Everywhere  we  were 
assured  that  the  issue  was  a vital  one  and  that  our  re- 
search design--ba sed  upon  extensive  personal  interviews— 
was  the  proper  approach;  yet  few  would  initially  volunteer 
precise  information.  In  many  interviews,  it  was  clear 
that  those  being  interviewed  were  often  more  interested  in 
finding  out  what  we  knew  and  concealing  information  from; 
us  than  in  adding  to  our  knowledge.  On  the  other  hand, 
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once  we  gained  the  confidence  of  many  of  these  people  we 
received  confidential  reports,  special  studies,  memoranda, 
and  verbal  statements  (that  could  not  be  quoted)  which, 
frequently,  were  not  even  available  to  people  in  the  high- 
est positions  of  power  in  each  city.  in  more  than  one 
instance,  interviewees  wanted  to  cooperate  but  did  not 
want  their  collaboration  known. 

The  most  difficult  information  to  collect  was 
the  number  and  names  of  Negro  apprentices  or  of  those  who 
had  sought  admission  to  these  programs.  in  few  instances 
in  the  cities  was  the  information  made  available  from  the 
same  source.  In  each  city  the  rounds  had  to  be  made  to 
schools,  apprenticeship  information  centers,  union  of- 
fices, civil  rights  groups,  and  human  relations  commis- 
sions to  seek  leads.  Locating  interviewees  and  arranging 
interview  times  often  proved  to  be  difficult.  We  found 
that  many  young  people  in  their  late  teens  and  early 
twenties  changed  addresses  very  often  and  therefore  were 
difficult  to  locate.  Since  most  of  the  interviewees  were 
employed  during  the  day,  interviews  were  held  most  often 
at  night.  Difficulties  in  transportation  and  finding  ad- 
dresses in  ghetto  districts  at  night  added  to  the  problem 
of  the  interviewers.  in  some  instances,  neighbors  would 
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refuse  to  give  any  assistance  in  locating  interviewees. 

In  addition,  some  of  the  interviewees  did  not  have  tele- 
phones and  interviews  had  to  be  arranged  through  the  use 
of  telegrams. 

This  study  was  not  designed  to  be  comprehensive 
in  a statistical  sense.  Although  we  have  interviewed  a 
high  proportion  of  Negro  youngsters  in  all  of  the  cate- 
gories in  our  cities,  the  numbers  are  too  small--because 
' there  are  few  Negroes  in  most  programs — and  Negroes  have 
gotten  in  too  recently  to  give  a statistically  reliable 
sample  about  such  things  as  the  attitudes  of  Negro  young- 
sters in  general  about  apprenticeship  training,  their 
performance  in  apprentice  programs,  and  their  performance 
on  the  job  after  they  complete  their  training.  It  would, 
of  course,  be  useful  to  compare  Negroes  and  whites  on  all 
of  these  points  and  to  take  a large  enough  sample,  with 
sufficient  disaggregation,  to  give  meaningful  answers  on 
an  industry  or  craft  basis.  It  also  would  be  useful  to 
know  the  training  sources  and  employment  experiences  of 

Negro  journeymen  who  currently  are  employed  in  the  skilled 
trades. 

\ 

In  spite  of  the  foregoing  limitations,  however, 

| we  feel  that  our  understanding  of  the  various  facets  of 

I 
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this  problem  is  sufficient  to  make  a meaningful  diagnosis 
of  its  causes  and  therefore  to  recommend  remedial  programs 
that  have  a chance  to  be  successful. 


CHAPTER  II 

THE  NATURE  OF  APPRENTICESHIP  TRAINING 
IN  THE  UNITED  STATES 

The  adoption  of  effective  programs  to  increase 
Negro  participation  in  apprenticeship  p ro grains  requires 
some  understanding  of  the  apprenticeship  system.  This 
chapter  outlines  the  apprenticeship  system  of  the  United 
States.  Public  policy  on  apprenticeship  will  be  presented 
first,  after  which  some  of  the  main  characteristics  of  ap- 
prenticeship will  be  discussed. 

Public  Policy 


The  basic  federal  law  establishing  apprentice- 
ship policy  is  the  National  Apprenticeship  (Fitzgerald) 
Act  of  1937,  administered  by  the  Bureau  of  Apprenticeship 
and  Training  (BAT)  of  the  U.S.  Department  of  Labor.  The 
BAT  has  a field  staff  and  offices  in  every  state,  and  its 

main  function  is  to  promote  apprenticeship  programs  by 

^ \ 

giving  technical  assistance  to  unions  and  employers,  who 
determine  their  own  requirements  and  administer  their  own 
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programs  within  the  framewo-k  of  broad  standards  laid 
down  by  the  BAT  or  state  apprenticeship  agencies.  The 
Bureau  also  has  responsibility  for  the  on-the-job  train- 
ing programs  established  under  the  Manpower  Development 

* « 

and  Training  Act  of  1962.  BAT  is  assisted  by  the  Federal 
Committee  on  Apprenticeship  (FCA),  which  is  authorized  by 
the  Fitzgerald  Act  and  which  comprises  five  representa- 
tives each  from  labor,  management,  and  the  Office  of 
Education . 

The  administration  of  apprenticeship  is  compli- 
cated by  the  fact  that  30  states  have  programs  of  their 
own.  These  state  programs  are  administered  by  state  ap- 
prenticeship councils  (SAC's).  The  SAC's  usually  confirm 
by  majority  vote  the  apprenticeship  director  nominated  by 
the  state’s  commissioner  of  labor.  Although  the  FCA  estab- 
lishes general  apprenticeship  standards,  the  SAC’s  take 
major  responsibility  for  the  registration  of  apprentices 
and  the  administration  of  apprenticeship  programs  in  the 
SAC  states.  There  is,  however,  no  clear  line  of  juris- 
diction between  the  functions  of  the  SAC’s  and  BAT’S  state 
and  regional  officials  in  the  SAC  states.  Of  the  cities 

covered  by  our  survey,  San  Francisco,  Cincinnati,  Cleve- 

\ 

land.  New  York,  Philadelphia  and  Pittsburgh  are  in  SAC 
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states.  In  October  1966,  there  were  40,437  registered 
programs  in  the  United  States,  of  which  31,157  were  in 
SAC  states. 


BAT  approves  state  programs  which  meet  certain 
minimum  standards.  To  receive  federal  approval,  a state 
apprenticeship  program  must  be  administered  by  a state's 
department  of  labor.  Other  federal  standards  for  appren 
ticeship  programs  include:1 


1.  A starting  age  of  not  less  than  16  years. 

2.  A schedule  of  work  processes  in  which  the  appren- 
tice is  to  receive  training  and  experience  on  the 
job. 

# 

3.  Organized  instruction  designed  to  provide  the 
apprentice  with  knowledge  in  technical  subjects 
related  to  his  trade.  (A  minimum  of  144  hours 
a year  is  normally  considered  necessary.) 

4.  A progressively  increasing  schedule  of  wages. 

5.  Proper  supervision  of  on-the-job  training  with 
adequate  facilities  to  train  apprentices, 

6.  Periodic  evaluation  of  the  apprentice's  progress, 
both  in  job  performance  and  related  instructions, 
and  the  maintenance  of  appropriate  records, 

7.  Employer-employee  cooperation. 

8.  Recognition  for  successful  completions. 


let 


1United  States  Department  of  Labor,  p, 
no  date) . 
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9.  Selection  of  men  and  women  for  apprenticeship, 
without  regard  to  race,  creed,  color,  national 
origin,  or  physical  handicap. 


State  laws  usually  provide  for  specific  requirements  to 
which  agreements  between  apprenticeship  sponsors  and  ap- 
prentices must  conform.  If  apprenticeship  programs  meet 
the  standards  set  up  by  the  FCA  and  the  state  apprentice- 
ship agencies,  they  can  be  registered  by  the  BAT  or  the 
SAC,  and  those  who  successfully  complete  those  programs 
are  given  certificates  of  completion  either  by  the  state 
agency  or  by  BAT. 

The  apprentice  normally  is  required  to  take 
related  instruction  of  at  least  144  hours  a year  as  well 
as  to  undergo  training  on  the  job.  Although  some  programs 
rely  on  correspondence  courses  for  related  instruction 
(and  for  keeping  journeymen  up  to  date),  this  training 

1 

normally  is  given  through  the  public  school  system  and 
is  financed  through  state,  federal,  and  local  funds.  The 
Smith-Hughes  (1917)  and  George-Barden  (1946)  Vocational 
Education  Acts  provide  for  partial  reimbursement  from 
federal  funds  for  salaries  of  teachers  and  vocational 
administrators  to  states  with  approved  vocational  plans. 
Some  joint  apprenticeship  programs  supplement  the  salaries 
of  apprentice  instructors. 
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The  local  supervision  of  apprenticeship  programs 
registered  with  the  BAT  usually  iB  by  Joint  apprenticeship 
committees  representing  labor  and  management.  These  com- 
mittees may  be  national,  state,  or  local  in  scope  depend- 
ing upon  the  trade  or  industry.  There  are  national  Joint 
apprentice  committees  in  most  of  the  building  and  the 
printing  trades.  Those  national  committees  do  not  impose 
standards  or  supervise  individual  training  programs,  al- 
though their  standards  usually  are  followed  by  the  local 
committees.  Local  JAC's  might  comprise  a group  of  em- 
ployers, as  they  do  in  the  construction  industry,  a single 
employer  and  union,  or  an  employer  without  a union.  Joint 
apprenticeship  committees  sometimes  merely  advise  employee 
and  employer  representatives  who  actually  carry  cut  the 
programs,  but  in  a few  states  the  JAC's  actually  direct 

the  programs.  There  are  approximately  9,000  Joint  appren- 
ticeship  committees. 


Union  and  Employer  Attitudes 
Toward  Apprenticeship 


Unions  use  apprenticeship  as  a means  of  Job  and 
wage  control.  By  maintaining  control  of  apprenticeship, 
unions  are  able  to  standardize  the  skill  content  of  their 


\ 


23 


•SE^ 

crafts  and  protect  their  wage  rates.  Union  craftsmen  can 

-i 

maintain  their  wages  only  if  they  have  lower  unit  costs 
than  the  alternatives  available  to  an  employer.  Appren- 
ticeship,  by  maintaining  craft  identity,  also  strengthens 
the  craft  union  as  an  institution  and  makes  it  possible 
for  the  union  to  supply  competent  workers  to  maintain  its 
jurisdiction.  If  the  union  acquires  many  unqualified  or 
incompetent  workers,  the  employer  has  a strong  incentive 
to  mechanize,  become  nonunion,  or  look  elsewhere  for  his 
workers . 

Unions  also  take  an  interest  in  apprentice  pro- 
grams in  order  to  prevent  the  excessive  use  of  low-wage 
apprentices  in  competition  with  their  journeymen  members, 
as  a means  of  controlling  the  supply  of  labor  and  as  a 
technique  for  providing  job  opportunities  to  friends  and 
relatives*  The  unions'  interest  in  apprenticeship  is  such, 
according  to  Felician  Foltmnn,  that: 

. . . although  some  people  feel  that  apprentice- 

ship is  moribund,  •many  in  organized  labor  feel  just 
the  opposite  and  so  strongly  that  if  the  Federal  Gov- 
ernment discontinued  its  modest  programs,  these  unions 
would  continue  to  develop  apprenticeship  training  as 
they  have  over  the  years.2 


2Felician  F.  Foltman,  "Public  Policy  in  Appren- 
ticeship Training  and  Skill  Development,"  in  U.S.  Senate 

< ) 


ERIC 


24 


The  employer’s  views  on  apprenticeship  are  not 
very  clear  and  seem  to  vary  considerably  from  case  to  case. 
Construction  and  graphic  arts  employers  seem  to  share  their 
union’s  interests  in  apprenticeship  though  they  seem  often 
to  be  willing  to  leave  the  administration  of  these  pro- 
grams to  the  unions.  Employers  in  industrial  plants  are 
interested  in  apprenticeship  training  if  they  require 
craftsmen  in  identifiable  and  recognized  classifications. 
Employers  in  the  larger  high-wage  industries  seem  to  be 
willing  to  support  apprentice  programs  because  they  are 
less  likely  to  lose  their  skilled  workers  after  they 
get  trained  than  are  lower-wage  employers.  However,  there 
seems  to  be  considerable  ferment  among  employers  over  ap- 
prenticeship. While  many  employers  who  do  not  already 
have  programs  are  perhaps  not  interested  in  establishing 
them  (because  they  can  pirate  skilled  labor  from  other 
sources),  as  the  skilled  manpower  shortgage  grows  and  wage 
costs  (and  therefore  apprentice  costs)  rise,  employers 
who  already  are  paying  for  apprentice  programs  seem  to  be 


Subcommittee  on  Employment  and  Manpower,  The  Role  of  Ap- 
prenticeship in  Manpower  Development.1;  United  States  and 
Western  Europe,  Vol.  3 of  Selected  Readings  in  Manpower, 
1964,  p.  112. 
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taking  more  interest  in  their  administration  in  order  to 
see  that  they  get  more  qualified  and  competent  craftsmen. 

Importance  of  Registration 

While  they  might  be  paying  more  attention  to  the 
apprenticeship  question,  many  industrial  employers  do  not 
seem  to  be  interested  in  registering  their  apprenticeship 
programs  with  the  BAT  or  a SAC.  Although  registered  pro- 
grams do  not  have  to  be  jointly  administered  by  unions  and 

t 

employers,  some  employers  consider  the  federal  apprentice- 
ship program  to  be  too  closely  tied  to  unions.  Others, 
including  some  government  installations,  are  not  inter- 
ested in  training  well-rounded  craftsmen  with  general 
skills;  rather,  they  seek  primarily  to  train  workers  for 

.L  , 

the  specialized  tasks  required  in  their  particular  opera- 
tions. These  employers  are  more  interested  in  flexibility 
of  manpower  utilization  across  several  craft  lines.  Some 
large  employers  also  have  no  interest  in  registering  their 
programs  because  they  wish  to  avoid  additional  government 
regulation  and  red  tape. 

Most  of  the  following  advantages  to  be  derived 
from  registration  of  an  apprentice  program  therefore  seem 


o 
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to  be  of  much  more  interest  to  the  construction  and  print- 
ing industries  than  to  others: 

1.  Wage  advantages.  Although  little  use  apparently 
is  made  of  these,  federal  and  state  minimum-wage 
regulations  often  permit  registered  apprentices 
to  be  paid  less  than  the  minimum  wage. 

The  Davis-Bacon  Act  of  1931  provides  for  the 
establishment  of  prevailing  wages  on  federal  con- 
struction projects,  and  allows  apprentices  to  be 

* 

paid  less  than  journeymen.  The  Davis-Bacon  Act 
also  requires  the  maintenance  of  journeymen- 
apprentice  ratios.  If  a program  loses  its  regis- 

i 

tration,  apprentices  must  be  paid  the  journeymen 
rate  s . 

2.  Another  advantage  to  registered  apprentices  is 

| the  recognition  which  the  certificate  of  comple- 

! tion  bestows  on  the  journeyman.  The  graduate  of 

a registered  app rentice  program  knows  that  his 
training  is  a passport  to  jobs  in  geographic  areas 
other  than  his  own  because  of  the  minimum  stan- 
dards to  ’which  his  certificate  of  completion 
attests. 

3.  Registered  apprentice  programs  also  have  some 
advantages  in  gaining  military  deferment  for 
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apprentices.  State  selective  service  directors 
'’are  authorized  to  accept  for  deferment  purposes 
apprentice  training  programs  which  meet  its  regu- 
lations.  The  request  must  be  accompanied  by  a 
certification  from  the  registration  agency  that 
the  program  has  been  in  operation  at  least  one 
year,  and  one  or  more  apprentices  have  been  in 
training  during  that  time  in  each  occupation  cov- 
ered."3 Although  deferment  presumably  can  be 
granted  to  apprentices  in  nonregistered  programs, 
those  that  are  in  the  registered  ones  are  auto- 
matically eligible  for  deferment. 

4.  There  are  also  some  miscellaneous  advantages  of 
registration.  In  Detroit,  for  example,  only 
registered  programs  were  permitted  to  use  the 
public  schools  for  related  training  purposes. 

The  foregoing  advantages  of  registration  seem 
to  be  of  rather  marginal  importance  to  most  unions  and  em- 
ployers. The  main  impetus  to  apprenticeship  is  therefore 
given  primarily  by  the  advantages  of  this  form  of  training 
to  unions  and  some  employers. 


3U . S . Department  of  Labor,  The  National  Appren 
ticeship  Program.  1965,  pp . 7-8. 
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Apprenticeship  Standards, 

Qualifications  and  Procedures 

Many  apprentice  programs  which  r,id  not  previously 
have  objective  standards  for  admission  have  adopted  formal 
procedures  as  a result  of  the  growing  technological  re- 
quirements of  their  trades  and  the  agitation  to  get  more 
Negroes  into  these  programs. 

These  standards,  qualifications  and  procedures 
for  registered  programs  are  established  within  the  broad 

guidelines  laid  down  by  the  FCA.  Within  the  federal  stan- 

{ 

dards,  local  apprenticeship  ‘committees  establish  their  own 
standards  either  on  the  basis  of  general  guides  from  na- 
tional organizations  to  which  they  are  affiliated  or  on 
the  basiB  of  local  standards. 

The  standards  prepared  by  the  Electrical  Joint 
Apprenticeship  and  Training  Committee,  representing  the 

i 

National  Electrical  Contractors  Association  (NECA)  and 
the  International  Brotherhood  of  Electrical  Workers  ( IBEW) , 
illustrate  the  general  requirements  of  that  industry.  The 
electrical  standards  provide  that  the  electrical  trade 

. . . must  select  men  who  have  a natural  apti- 

tude for  using  tools  and  at  the  same  time,  are  gifted 
enough  to  master  the  intricacies  of  electrical  sci- 
ence, who  can  and  will  keep  up  with  the  progress  of 
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the  industry,  and  master  a knowledge  of  the 
of  installation  and  maintenance  procedures. 


thousands 


The  standards  add  that  the  electrical  industry  "places  a 
high  degree  of  personal  responsibility  on  the  individual 
Journeyman."  And,  ".  . . a faulty  installation  can  prove 
extremely  expensive  and  hazardous."  The  electrical  stan- 
dards require  applicants  to  be  between  the  ages  of  18  and 
24,  high  school  graduates  (mathematical  and  science  back- 
grounds preferred),  and  physically  fit.  Applicants  are 
required  to  submit  to  the  electrical  joint  apprenticeship 
committee  their  birth  certificates;  transcripts  of  high 
school  courses  and  grades;  evidence  of  qualifying  grades 
on  an  aptitude  test;  and  a record  of  physical  examination 
or  satisfactory  evidence  of  physical  fitness.  Once  the 
electrical  apprentice  is  indentured,  he  is  required  to 
work  for  not  less  than  8,000  hours  and  to  undergo  a mini- 
mum of  144  hours  of  related  instruction  each  year  away 

from  the  job,  usually  in  a public  vocational  or  high 
school . 

The  current  apprenticeship  selection  process 
used  by  the  electrical  industry  was  adopted  to  meet  the 
requirements  of  the  Department  of  Labor's  Regulations 
(Title  29  CPR  Part  30)  made  effective  in  January  1964  in 


order  to  provide  for  nondiscrimination  in  apprenticeship 
programs.  In  a letter  of  June  3,  1966,  explaining  the 
new  selection  procedures,  the  National  Joint  Apprentice- 
ship and  Training  Committee  for  the  Electrical  Industry 
explained  to  its  affiliates  that  "A  unified  industry  posi- 
tion is  necessary  if  we  are  to  continue  to  operate  our  own 
programs."  The  selection  procedures  provide  for  detailed 
record  keeping  on  each  applicant,  periodic  rejection  and 
notification  of  unqualified  applicants.  All  applicants 
who  are  qualified  are  given  an  interview.  The  interviewers 
are  asked  to  put  the  applicant  at  ease  and  ask  him  ques- 
tions which  will  determine:  whether  or  not  he  is  really 

intere>:*ed  in  the  trade  or  just  looking  for  a job;  his 
attitude  toward  hard  work  and  whether  he  has  ever  done 
any;  his  sense  of  responsibility  for  performance,  mate- 
rials, safety  and  the  like;  his  ability  to  work  under 
supervision  and  take  orders;  whether  he  looks  upon  school 
as  an  opportunity  or  a requirement;  and  whether  he  under- 
stands what  will  be  expected  of  him  if  he  is  accepted. 

The  interviewing  committee  grades  the  applicant 
on  the  basis  of  his  education,  with  extra  credit  given 
for  algebra  and  additional  math  and  science  (physics  is 
the  preferred  science  course);  marital  status  and 


his  obliga- 


dependents;  financial  condition  (can  he  meet 
tions  on  the  income  of  a beginning  apprentice?);  whether 
or  not  transportation  is  available  to  him;  physical  con- 
ditions and  handicaps;  such  factors  as  interest,  charac- 
ter, cooperativeness,  and  judgment  brought  out  in  the 
interview  (the  joint  committees  are  asked  to  note  that 
"interview  factors  should  weigh  heavily  in  the  final 
grading ") . 

The  electrical  industry  standards  require  that 
applicants  be  selected  according  to  the  number  of  appren- 
tices needed  and  on  the  basis  of  their  grades  with  range 
from  D to  A+ • The  electrical  standards  also  provide  for 
an  apprentice  applicant  appeals  procedure.  The  appeals 
committee  is  composed  of  one  member  appointed  by  labor, 
one  by  management  and  a public  member  appointed  by  these 
members.  It  is  provided,  however,  that  no  member  of  the 
apprenticeship  committee  may  serve  on  the  appeals  commit- 
tee. The  grievant  has  a right  to  a hearing  and  the  deci- 
sions of  the  appeals  committee  are  final  and  binding  upon 
the  joint  apprenticeship  committee.  On  May  26,  1966,  the 
electrical  industry’s  standards  were  approved  by  the  Under 
Secretary  of  Labor  as  being  consistent  with  the  Department 
of  Labor’s  nondiscrimination  regulations. 
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Illustrative  of  the  standards  of  a local  program, 
the  Pittsburgh  Carpenters  accept  workers  who  are  not  high 
school  graduates,  but  give  extra  points  for  high  school 
graduation  and  good  grades.  The  Carpenters'  standards 
provide  the  following  points  for  different  parts  of  their 


standards : 


1.  Education  and  training,  maximum  of  15  points. 

2.  Physical  factors,  maximum  of  ten  points. 

3.  Past  working  experience  (credit  given  for  voca- 
tional training  related  to  the  trade),  maximum 
10  points. 

4.  References  and  conduct  record,  maximum  ten 
points . 

5.  Test  scores,  maximum  25  points. 

6.  Military  service  (honorable  discharge  only), 
maximum  five  points. 

7.  Oral  interview  (sincerity  of  interest,  attitude 
toward  work,  attitude  toward  ^related  instruction, 
ability  to  work  under  supervision,  understanding 
of  responsibilities  as  an  apprentice),  maximum 

25  points. 


Characteristics  of 
Apprenticeship  Programs 

While  there  is  considerable  diversity  in  appren- 
ticeship training  programs,  we  can  make  some  generaliza- 
tions about  the  factors  determining  whether  or  not  an 


aspirant  gets  into  this  type  of  training  and  the  usual, 
procedures  involved  in  becoming  an  apprentice.  For  some 
youngsters  the  selection  process  starts  very  early  because 
some  trades  and  local  unions  have  strong  "father- son " rela- 
tionships. Although  we  do  not  have  current  information  on 
this  point,  a 1956  study  by  the  BAT  of  the  career  patterns 
of  3,278  apprentices  who  had  completed  their  apprentice- 
ship training  in  1950,  found  that  the  following  proportion 
of  craftsmen  in  the  industries  indicated  were  in  the  same 
trade  as  their  fathers:  construction,  32-0  percent;  metal- 

working, 14.0  percent;  mechanic  and  repair,  8.8  percent; 
and  printing,  9.3  percent.  But  over  half  of  the  construc- 
tion tradesmen  typically  had  fathers  in  some  of  the  skilled 
trades . 4 

However,  father-son  relationships  apparently  are 
breaking  up  in  the  skilled  trades  as  craftsmen  with  higher 
incomes  send  their  sons  to  college.  As  we  shall  see,  more- 
over, various  antidiscrimination  measures  have  made  nepotism 
more  difficult. 

Those  aspirants  who  do  not  have  friends  and  rela- 
tives in  a trade  get  information  on  such  matters  as  how  to 

4U . S . Department  of  Labor,  Bureau  of  Apprentice- 
ship and  Training,  Career  Patterns  of  Former  Apprentices 
(Washington,  D.C.,  U.S.  Government  Printing  Office,  1956), 
p.  17. 
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apply  and  apprenticeship  qualifications  from  employers, 
unions,  employment  service,  or  other  sources.  Some  indus- 
trial apprentices  get  into  their  training  programs  through 
the  employers  where  they  already  work;  others  are  recruited 
specifically  for  apprentice  programs.  In  some  major  cities 
information  may  be  secured  from  apprenticeship  information 
centers  (AlC’s)  operating  jointly  by  the  Bureau  of  Appren- 
ticeship and  Training  and  the  Bureau  of  Employment  Security 
through  the  state  employment  service.  These  centers  some- 
times give  certain  testing  and  counseling  services  for  the 
joint  apprenticeship  committees  if  they  exist  in  an  area. 
AlC’s  were  established  because  many  youngsters  without 
connections  in  the  skilled  trades  often  had  real  diffi- 
culties learning  such  elementary  facts  about  apprentice- 
ship programs  as  the  qualifications  required,  how  and 
where  to  make  application,  and  when  applications  would  be 
re  ceived . 

The  number  of  apprenticeship  openings  varies 
from  trade  to  trade  and  city  to  city.  Some  trades,  like 
electricians,  plumbers,  sheet  metal  workers  and  printers, 
typically  have  long  waiting  lists,  while  others,  like  the 
roofers  and  carpenters, are  more  easily  entered.  The  num- 
ber of  apprenticeship  positions  with  any  given  employer 
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depends  upon  how  many  journeymen  he  has  because  agreements 
between  unions  and  employers  typically  specify  that  an 
employer  can  have,  say,  one  apprentice  for  each  four  jour- 
neymen. Although  we  really  do  not  know  what  effect  these 
so-called  j ourneymen-apprent ice  ratios  have  on  the  number 
of  apprentice  openings,  they  apparently  have  considerable 
influence  in  specific  cases,  though  in  the  aggregate  em- 
ployers do  not  seem  to  train  as  many  apprentices  as  their 
ratios  would  allow.  Of  course,  the  main  determinant  of 
the  number  of  journeymen  who  are  employed  is  the  demand 
for  them,  which  is  determined  by  business  conditions. 
Technology  also  plays  a part  because  it  destroys  the  de- 
mand for  some  crafts  while  increasing  the  demand  for 
others.  The  level  of  employment  in  a trade  is  important 
because  journeymen  obviously  will  resist  adding  appren- 
tices if  there  are  many  unemployed  journeymen. 

It  should  be  emphasized,  however,  that  there 
are  not  very  many  apprenticeship  openings  in  any  trade 
in  any  given  city.  For  instance,  the  electricians  expect 
to  take  in  about  4,000  apprentices  in  the  United  States 
during  1966.  The  total  new  registrations  for  some  other 
trades  in  1964  were  only  as  follows: 


Bricklayers  2,588 
Carpenters  10,301 
Cement  Masons  563 
Plumbers  - Pipefitters  5,755 
Sheet  Metal  Workers  3,229 
Structural  Ironworkers  1,831 


Of  170,533  registered  apprentices  in  1964,  109,836  were 
in  the  construction  trades,  27,960  were  in  the  metalwork- 
ing trades  and  11,417  were  in  the  printing  trades.  (See 
Table  2-1.) 


In  the  District  of  Columbia  during  1963  there 
were  only  the  following  openings  for  apprentices  in  con- 
struction trades  shown: 


Craft 

Openings 
Each  Year 

Hourly 

Apprentice} 

Wage  s 

Journeymen 

Ironworke  rs 

15-20 

•*  $ 2 » 17 

$4.45 

Sheet  Metal  Worker 

16-20 

2.10 

4.68 

Ele  ct rician 

about  35 

1.88 

4.70 

Carpenter 

about  60 

2.12 

3.90 

Pipefitter 

about  25 

2.15 

4.65 

Plumber 

about  20 

2.15 

4.65 

Pa  inter 

6-10 

1.77 

3.94 

Source:  District  of  Columbia  Apprenticeship  Information 

Center  . 


In  1964,  there  were  only  54,491  new  registra- 
tions in  all  apprenticeship  programs  in  the  United  States, 
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TABLE  2-1 

ACTIVE  APPRENTICES,  NEW  REGISTRATIONS,  COMPLETIONS,  AND  SUSPENSIONS, 

REGISTERED  PROGRAMS,  BY  STATE,  1964 


State 

Active  at 

Btgiaftr'dig 

of  Period 

New® 

Regis- 

trations 

Comple- 

tions 

Cancellations13 

(including 

Suspensions) 

Active  at 
End  of 
Period 

Total 

163,644 

59, 491 

25,700 

26,961 

170,474 

Alabama 

1,697 

618 

277 

399 

1,639 

Alaska 

260 

160 

47 

22 

351 

Arizona 

2,055 

458 

288 

290 

1,935 

Arkansas 

930 

324 

85 

128 

1,041 

California 

23,724 

10,334 

4,371 

4,864 

24,823 

Colorado 

2,256 

714 

271 

467 

2,232 

Connecticut0 

3,648 

565 

267 

381 

3,565 

Delaware 

670 

171 

66 

36 

739 

District  of  Columbia  2,114 

980 

328 

597 

2,187 

Florida 

4,051 

1,764 

470 

981 

4,364 

Georgia 

2,245 

656 

192 

436 

2,273 

Hawaii 

989 

461 

160 

318 

972 

Idaho 

369 

164 

64 

76 

393 

Illinois 

9,374 

2,432 

1,274 

1,790 

8,742 

Indiana 

3,268 

1,093 

453 

333 

3,575 

Iowa 

1,405 

294 

234 

182 

1,283 

Kansas 

1,190 

315 

215 

228 

1,062 

Kentucky 

1,154 

322 

177 

152 

1,147 

Louisiana 

1,603 

801 

198 

333 

1,873 

Maine 

581 

215 

105 

30 

661 

Maryland 

2,120 

756 

244 

442 

2,190 

Massachusetts 

4,030 

1,712 

624 

628 

4,490 

Michigan 

7,986 

4,041 

1,558 

509 

9,960 

Minnesota 

4,390 

1,043 

736 

279 

4,418 

Mississippi 

788 

192 

66 

102 

812 

Missouri 

3,090 

997 

363 

164 

3,560 

Montana 

734 

251 

129 

108 

748 

Nebraska 

832 

299 

163 

167 

801 

Nevada 

807 

198 

104 

84 

817 

New  Hampshire 

204 

78 

33 

8 

241 

New  Jersey 

4,931 

1,379 

434 

347 

5,529 

New  Mexico 

792 

396 

131 

186 

871 

New  York 

21,710 

6,844 

3,767 

3,389 

21,398 

North  Carolina 

2,804 

1,676 

441 

992 

3,047 

North  Dakota 

374 

220 

45 

69 

480 

Ohio 

7,890 

2,600 

1.40Nu 

769 

8,300 

Oklahoma 

1,563 

978 

180 

815 

1,546 

Oregon 

2,044 

1,088 

518 

532 

2,082 

Pennsylvania 

7,203 

1,766 

••'“**027 

653 

7,389 

Puerto  Rico 

1,321 

752 

211 

310 

1,552 

Rhode  Island 

1,195 

119 

31 

10 

1,273 

South  Carolina 

1,179 

198 

50 

100 

1.227 

South  Dakota 

353 

58 

32 

50 

329 

Tennessee 

2,942 

1,114 

603 

481 

2,972 

Texas 

5,262 

2,112 

806 

1,141 

5,427 

Utah 

1,095 

427 

201 

210 

1,111 

Vermont 

472 

259 

45 

136 

550 

Virginia 

2,981 

1,794 

427 

850 

3,498 

Washington 

3,660 

1,178 

746 

728 

3,364 

West  Virginia 

825 

242 

118 

77 

872 

Wisconsin 

4,157 

1,758 

973 

530 

4,412 

Wyoming 

327 

125 

31 

70 

351 

SOURCE:  U.S.  Department  of  Labor,  Bureau  of  Apprenticeship  and  Training. 

»tes€Mcludes  reinstatements. 

b)  Cancellations  are  not  synonymous  with  ^dropouts"  since  they  include  layoffs,  dis- 
charges, and  out-of-state  transfers  as  well  as  supensions  for  military  service 
and  voluntary  "quite." 

c)  Data  for  the  fist  six  months  of  Calendar  Year  1964  only. 


and  over  10,000  of  these  were  in  California;  7,772  of  the 
new  registrants  in  California  were  in  the  construction 
trades . 

Although  we  do  not  have  much  information  on 
unregistered  programs,  a survey  of  training  by  the  U.S. 
Department  of  Labor  in  1963  found  that  16*6  percent  of 
the  1.4  million  workers  taking  formal  training  were  in 
apprenticeship  programs.  The  Labor  Department’s  survey 
thus  suggests  that  there  were  over  232,000  workers  taking 
apprenticeship  training,  which  is  a much  larger  number 
than  previous  estimates  had  indicated.  The  1960  census, 
for  example,  reported  only  85,682  apprentices,  2.52  per- 
cent of  whom  were  nonwhites. 

Although  apprenticeship  training  was  not  very 
important  for  many  occupations,  it  accounted  for  the  fol- 
lowing proportions  of  training,  according  to  the  1963 
Labor  Department  Survey: 


Total  No. 
Taking  Formal 
Training 
[thousands  1 

% Taking 
Apprenticeship 
Training 

Compositors  and  Typesetters 

171 

30.6 

Construction  Craftsmen 

2,708 

43.9 

Linemen  and  Servicemen,  Tele- 
graph, Telephone  and  Power 

260 

36.8 

Machinists  » 

732 

34.9 

Meat  Cutters 

132 

56.1 

Source:  Manpower  Report  of  the  President,  1964,  Table  F-9. 

p.  256.  “ * 


The  registered  apprentices  in  selected  construc- 
tion trades  are  shown  in  Table  2-2.  It  will  be  observed 
that  the  ratio  of  new  registrations  to  completions  varies 
considerably  from  trade  to  trade.  The  carpenters  have  by 
far  the  most  new  registrants  but  had  fewer  completions 
than  the  electricians  and  the  plumbers.  The  carpenters* 
programs  have  a high  dropout  rate  partly  because  many  ap- 
prentices are  able  to  work  at  the  trade  without  completing 
apprenticeships.  The  carpenters  also  have  relatively  low 
admissions  standards  as  contrasted  with  the  mechanical 
crafts.  We  also  noted  that  the  carpenters  have  in  many 
places  taken  in  relatively  large  numbers  of  Negro  appren- 
tices. Since  carpenters*  programs  have  a low  completion 


I 


41 

rate  and  lead  to  lower-wage  jobs,  it  obviously  means  less 
to  get  Negroes  into  carpenters  than  into  the  plumbers  or 
sheet  metal  workers  programs.  However,  those  who  complete 
carpenters  apprentice  programs  apparently  have  better 
chances  of  becoming  foremen  than  those  who  drtop  out. 

Other  factors  influencing  apprentice  dropout 
rates  include:  economic  conditions  (because  apprentices 

must  have  jobs  in  order  to  stay  in  these  programs),  the 
desirability  of  the  trade,  and  whether  or  not  the  length 
of  time  required  for  training  is  realistic.  If  the  time 
period  is  unrealistic,  the  apprentice  can  drop  out  and  work 
as  a journeyman. 

Of  course,  it  might  be  argued  that  the  number  of 
apprentices  should  be  expanded  in  order  to  provide  train- 
ing for  a larger  porportion  of  the  skilled  work  force--only 
about  10  percent  of  whom  currently  get  training  through 
this  means — but  this  is  a point  which  there  is  some  dis- 
agreement.5 Not  only  have  a relatively  small  proportion 
of  journeymen  served  apprenticeships,  but  the  projections 
from  1960-1970  by  the  1963  Manpower  Report  of  the  President 


5See  George  Strauss,  ’’Apprenticeship : An  Evalua 

tion  of  the  Need,”  in  Arthur  M.  Ross  (ed.).  Employment 
Policy  and  the  Labor  Market  (Berkeley  and  Los  Angeles: 
University  of  California  Press,  1965) . 
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suggest  that  relatively  few  craftsmen  are  likely  to  serve 
apprenticeships.  Indeed,  the  crafts  which  meet  the  highest 
proportion  of  their  needs  through  apprenticeship,  the  elec- 
tricians, bricklayers,  and  sheet  metal  workers,  are  ex- 
pected  to  meet  only  36  percent,  22  percent,  and  21  percent 

respectively  of  their  projected  needs  through  apprentice- 
ship . 

If  the  applicant  gets  into  a program,  he  often 
does  so  by  taking  written  and  oral  examinations  given  by 
the  employment  service,  a private  testing  agency,  the  em- 
ployer, the  union,  or  a joint  apprenticeship  committee. 

The  JAC  traditionally  has  constructed  and  administered 
its  own  examinations,  but  there  appears  to  be  a trend  to 
the  using  of  prof essionally— developed  tests. 

The  oral  interview  is  designed  to  ascertain  such 
matters  as  the  applicants  interest  in  the  trade,  his 
physical  and  financial  condition  as  they  bear  on  his 
chances  of  completing  his  training  program,  his  attitude 
toward  work,  etc.  In  general,  the  committee--which  per— 
hap s is  going  to  allot  a scarce  position  to  the  app 1 i cant 
and  invest  considerable  resources  and  time  in  his  training — 
is  eager  to  be  sure  the  apprentice  stays  in  the  program. 

The  JAC's  also  are  concerned  about  dropouts  because  they 
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are  fearful  of  "flooding  the  market"  with  partially  trained 
journeymen.  Moreover,  the  committee  is  interested  in  get- 
ting the  right  kind  of  people  in  their  training  programs, 
which  means  persons  who  are  socially  acceptable  as  well 
as  productive  workers.  There  is  a certain  mystique  and 
fraternal  character  about  apprenticeship  which  the  JAC 
expects  the  new  apprentice  to  fit  into.  Part  of  the  ritual 
in  many  trades  takes  the  form  of  hazing  and  menial  assign- 
ments to  the  new  apprentices  designed  to  "initiate"  him 
into  the  trade.  Some  Negro  apprentices  have  misunderstood 
this  hazing  at  first  and  thought  they  were  being  mistreated 
because  they  were  Negroes.  (See  Appendix  A^ ) 

Once  the  apprentice  is  indentured,  he  is  paid  a 
progressively  increasing  proportion  of  the  journeyman  wage 
scale  until  he  gets  the  journeyman’s  rate  upon  completion 
of  his  apprenticeship,  at  least  one  year  and  typically 
tour  years  after  he  enters  a program.  In  some  cases,  like 
the  carpenters  in  San  Francisco,  the  apprentice  can  get 
into  the  program  by  passing  a simple  aptitude  test,  but 
must  find  his  own  job.  In  other  cases,  like  most  elec- 
trician’s programs,  the  JAC’s  seem  to  be  able  to  assure 
employment  to  the  Apprentice  and  take  responsibility  for 
finding  him  a job.  Many  in  the  apprenticeship  establishment 
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are  fearful  that  the  "hunting  license"  approach  used  by 
the  carpenters  in  San  Francisco  and  other  places  will 
bring  too  many  people  into  the  trade* 

The  apprentice  probably  will  be  expected  to  at- 
tend classes  for  related  training  to  gain  theoretical  in- 
sight into  his  trade.  This  training  may  be  conducted  by 
the  union  at  its  own  facilities,  and  in  a few  cases  is 
provided  through  correspondence  courses,  but  usually  is 
in  a public  vocational  school.  Some  programs  supplement 
the  salaries  of  apprentice  instructors  and  provide  appren- 
tice coordinators  to  supervise  the  apprentice's  training, 
but  overall  policy  and  guidance  is  established  by  the  joint 
apprenticeship  committee  or  other  sponsor.  The  appren- 
tice's wages  often  are  paid  by  the  employer  while  he  at- 
tends classes  during  the  day,  but  this  practice  varies 
considerably.  In  some  cases  related  training  classes  are 
held  in  the  evening. 

Apprentices  who  complete  their  training  usually 
stay  in  the  trade  and  earn  wages  well  above  the  average. 
Indeed,  apprenticeship  programs  train  many  supervisors 
and  managers.  The  1956  BAT  study  of  apprentices  who 
graduated  in  1950,  cited  earlier,  reported  that  19  per- 
cent of  former  apprentices  were  working  as  supervisors 
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and  8 percent  were  in  business  for  themselves  as  employers 
or  contractors.  The  rate  of  upgrading  into  managerial 
positions  in  some  trades  is  even  greater  than  this:  a 

skilled  trades  representative  in  the  Detroit  automobile 
industry  said  that  40  percent  of  their  apprentice  gradu- 
ates wind  up  in  managerial  positions  within  five  years 
and  a Houston  electrical  industry  representative  said  that, 
within  two  years,  75  percent  of  the  apprentice  graduates 
in  his  craft  in  Houston  enter  managerial  positions.  Ob- 
viously, therefore,  apprenticeship  training  provides  a 
means  for  advancement  even  beyond  the  skilled  trades. 

Advantages  of  Apprenticeship 

Although  we  did  not  examine  this  question  in 
detail,  apprenticeship  programs  seem  to  have  several  ad- 
vantages to  all  parties  concerned  over  other  means  of 
acquiring  skills.  Not  only  do  apprentices  train  for  high- 
paying  jobs,  but  they  also  seem  to  have  greater  stability 
of  employment  because  their  training  is  more  general  and 
not  specialized  narrowly  on  particular  aspects  of  a trade. 
Flexibility  is  a particularly  important  advantage  in  a 
dynamic  economy.  When  the  task  which  the  semiskilled 
worker  has  learned  is  automated  out 


of  existence,  he  is 
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more  likely  to  become  unemployed  than  the  apprentice  who 
has  learned  a variety  of  skills  and  has  mastered  the  theo— 
retical  aspects  of  his  trade.  The  apprentice  also  earns 
while  he  learns  the  trade  and  gets  firsthand  experience 
in  realistic  settings  which  are  likely  to  utilize  the 
latest  techniques . Moreover,  the  apprenticed  training 
ideally  is  organized  and  more  thorough  than  many  other 
training  techniques.  The  apprentice  alBo  has  contractual 
assurance  of  a stated  wage  Beale  throughout  his  training, 
and  is  awarded  a certificate  as  proof  of  his  training  by 
the  state  or  the  BAT. 

Although  we  do  not  know  the  relative  costs  of 
apprenticeship  training  as  compared  with  other  methods  of 
acquiring  skills,  apprenticeship  representatives  argue 
that  the  cost  to  society  of  training  apprentices  is  prob- 
ably much  less  than  other  forms  of  training.  In  1963,  for 
example,  Charles  F.  Hanna,  the  head  of  the  California  Divi- 
sion of  Apprenticeship  Standards  (DAS)  estimated  that  in 
his  state  the  public  cost  of  training  an  apprentice  was 
$130  as  compared  with  $1900  a year  for  MDTAV training  in 
one  California  program.6  Hanna  termed  the  California 


6 

U.S.  Senate  Subcommittee  on  Employment  and  Man- 
power, The  Role  of  Apprenticeship  in  Manpower  DeveMopment : 
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expenditure  '’substantially  more  than  is  spent  in  any  other 
state,  but  . • . substantially  leBS  than  is  needed."  If 

the  California  experience  is  typical,  apprenticeship  train 
ing  provides  the  nation  with  a supply  of  Bkilled  manpower 
at  relatively  low  direct  cost  to  the  public. 

Although  we  have  noted  that  their  attitudes  to- 
ward apprenticeship  training  vary  depending  upon  their 
circumstances,  we  have  noted  that  employers  benefit  by  the 
apprenticeship  system  in  that  they  get  people  who  are 
trained  according  to  methods  and  standards  specified  by 
the  industry  itself. 

Although  we  have  no  reason  to  doubt  the  reality 
of  the  foregoing  advantages  of  'apprenticeship  training, 
and  accept  them  without  question  for  the  purposes  of  this 
study,  there  is  very  II  ;tle  detailed  analytical  informa-, 
tion  on  the  values  of  apprenticeship. 


United  States  and  Western  Europe,  Vol.  3 of  Selected  Read- 
ings in  Employment  and  Manpower,  1964,  pp.  1109,  1112. 
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CHAPTER  III 


NEGRO  PARTICIPATION  IN  APPRENTICESHIP  TRAINING 

Extent  of  Negro  Participation 

Although  the  statistics  on  apprenticeship  in  gen 
eral  are  bad,  and  those  on  Negro  participation  in  these 
programs  almost  nonexistent,  the  available  evidence  for 
the  country  and  for  particular  areas  demonstrates  that, 
with  recent  exceptions,  there  have  been  very  few  Negro 
apprentices  in  the  United  States.  The  U.S.  Census  Bureau 
reported  that  Negroes  constituted  1.90  percent  of  appren- 
tices in  the  labor  force  in  1950  and  2.52  percent  in  1960 
(see  Table  3-1).  According  to  the  Census  figures,  there 
were  2,190  Negro  apprentices  in  1950  and  2,191  in  1960. 

It  will  be  noted  that  the  only  apprenticeship  classifica- 
tions in  which  Negroes  even  approximated  their  proportions 
of  the  total  work  force  in  I960  (10.6  per  cent)  were  the 
building  trades  not  elsewhere  classified.  Within  the 
building  trades,  Negroes  have  been  concentrated  primarily 
in  the  laborers  jobs  and  in  the  so-called  trowel  (cement 

masons,  plasters,  and  bricklayers)  and  the  carpentry 
trades. 
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SOURCE:  U.S.  Bureau  of  Census,  U.S.  Census  of  Population,  1950,  Vol.  IV,  Special  Report-?,  Part  1,  Chap- 

ter B,  Occupational  Characteristics,  U.S.  Government  Printing  Office,  Washington,  D.C.,  1956; 
U.S.  Census  of  Population,  1960,  Occupational  Characteristics,  page  26. 
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Studies  made  in  various  states  also  confirm 
the  virtual  absence  of  Negroes  from  many  apprenticeship 
programs  until  around  1960.  For  example,  studies  in 
California  and  New  York  found  that  Negroes  constituted 
only  1.9  and  2 percent  of  apprentices  respectively;  in 
New  Jersey,  Negroes  held  only  about  .5  percent  of  appren- 
tice positions.1  The  Connecticut  Commission  on  Civil 
Rights  reported  Negroes  to  constitute  .7  percent  of  the 
apprentices  in  that  state  in  I960.2  A survey  of  1,000 
apprentices  in  Tampa,  Florida,  oy  the  Florida  Advisory 
Committee  of  the  U.S.  Commission  on  Civil  Rights  failed 
to  disclose  a single  Negro.3  ^ Although  the  count  was  ad- 
mittedly only  approximate,  Maryland  civil  rights  officials 
reported  finding  only  20  Negroes  among  approximately 
2,400  apprentices.4  Of’  some  50  apprentice  programs  in 
Tennessee,  only  four  (bricklayers,  carpenters,  roofers, 
and  cement  finishers)  were  known  to  accept  Negroes  before 
1960.  In  1961,  a breakthrough  occurred  when  one  Negro 

Hl.S.  Civil  Rights  Commission,  Reports  on  Ap- 
prenticeship . 1964,  p.  91. 

2Ibid . , p.  41. 

3Ibid.,  p.  57. 

4Ibid . . p.  67. 
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apprentice  enrolled  in  each  of  the  following  trades  in 
Oak  Ridge:  electrician,  machinist,  sheet  metal  worker, 

and  millwright. 

A 1965  survey  of  989  construction  industry  con- 
tractors, 281  employer  associations  and  731  unions  by  field 
teams  from  the  President's  Committee  on  Equal  Employment 
Opportunity  (PCEEO)  is  even  more  revealing.  This  survey 
found  that  in  30  Southern  cities,  of  3,696  apprentices 

ft 

selected  for  the  five  building  trades  unions,  shown  in 
Table  3-2,  only  26  were  Negroes  and  20  of  these  were  in  the 
Carpenters,  a union  which  is  relatively  accessible  to 
Negroes.  Negroes  were  selected  for  the  electricians  pro- 
grams in  Louisville  and  Huntsville,  and  for  the  plumbers  in 
New  Orleans,  but  nowhere  else  in  the  South.  The  survey 
revealed  not  a single  Negro  among  the  441  apprentices  se- 
lected for  the  sheet  metal  workers  program  and  the  365  se- 
lected for  the  ironworkers.  The  PCEEO  survey  also  revealed, 
however,  that  very  few  Negroes  were  known  to  have  applied 
for  any  of  these  apprentice  programs  in  the  South. 

Table  3-3  shows  the  experience  of  the  non-SouthQrn 
cities:  of  the  5,908  apprentices  selected  for  the  five 

building  trades  surveyed  in  these  cities,  133  were  Negroes, 
70  of  whom  were  carpenters.  Although  these  statistics  do 
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TABLE  3-2 

IIEGRO  AND  WHITE  CONSTRUCTION  APPRENTICE’  SELECTIONS  IN  SPECIFIED  CONSTRUCTION  TRADES 

FOR  SELECTED  SOUTHERN  CITIES,  1964 


Plumbers 


Electri- 

cians 


TEXAS 
Austin 
Dallas 
Fort  Worth 
Houston 
Port  Arthur 
San  Antonio 


4 

51 

13 

40 

4 

10 


0 

0 

0 

0 

0 

0 


5 

22 

10 

39 

14 

15 


0 

0 

0 

0 

0 

0 


Total 

0 

& 

& 

Total 

Negro 

Total 

ALABAMA  

Birmingham 

0 

0 

15 

o 

0 

Huntsville 

5 

o 

33 

1 

V 

A 

Montgomery 

0 

0 

U 

ARKANSAS 

Little  Rock 

17 

0 

18 

0 

20 

FLORIDA 

Jacksonville-Gainesville 

79 

0 

i 

37 

Miami-West  Palm  Beach 

168 

0 

231 

0 

114 

Orlando-Cape  Kennedy 

• • 

142 

0 

26 

Pensacola- Panama  City 

47 

0 

92 

0 

14 

Tallahassee 

10 

0 

22 

0 

Tampa 

121 

0 

120 

0 

54 

GEORGIA 

Atlanta 

33 

0 

38 

0 

28 

Augusta 

7 

0 

9 

o 

Columbus 

6 

0 

2 

0 

1 

Macon 

10 

0 

14 

o 

A 

i 

Savannah 

6 

0 

15 

0 

9 

KENTUCKY 

Louisville 

85 

0 

18 

1 

# 

LOUISIANA 

Baton  Rouge 

— — 

«•  — 

0 

0 

Lake  Charles 

13 

0 

15 

0 

3 

New  Orleans 

19 

4 

25 

o 

A 

Shreveport 

16 

0 

6 

0 

V 

MISSISSIPPI 

Gulfport 

5 

0 

13 

0 

Jackson 

5 

0 

9 

0 

8 

OKLAHOMA 

Oklahoma  City 

10 

0 

20 

0 

51 

SOUTH  CAROLINA 

Charleston 

8 

0 

16 

0 

11 

TOTAL  SOUTH 


792 


978 


Sheet 

Metal 

Workers 

o 
&> 
55 


Iron- 

workers 


at 

-p 

o 

EH 


o 

60 

55 


24 

6 

15 

2 

5 


0 

0 


0 

0 

0 

0 


0 

0 

0 


0 

0 


0 

0 

0 


0 

0 

0 

0 

0 


20 

18 


62 

113 


29 

2 


15 


4 
17 

5 

10 


10 


2 

10 

15 

25 

7 

1 


0 

0 


0 

0 


0 

0 


0 

0 

0 

0 


0 

0 

0 

0 

0 

0 


441 


365 


SOURCE:  President's  Committee  on  Equal  Employment  Opportunity, 

*In  some  cases  the  total  number  of  applicants  was  unknown. 


Car- 

penters 


at 

-p 

o 

eh 


2 

117 


24 

4 

9 

8 

4 


18 


15 

2 

27 

25 


5 

5 


40 


20 


20 

125 

39 

50 

18 

19 


o 

& 

55 


16 

12 

6 


16 


0 

0 

0 


30  0 

297  10 

137  0 


0 

0 


0 

0 

0 

0 

0 


0 

0 

3 

0 


1 

0 


0 

5 

0 

0 

0 

1 


1 , 120  20 


if 


53 
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TABLE  3-3 

NEGRO  AND  WHITE  CONSTRUCTION  APPRENTICE  SELECTIONS  IN  SPECIFIED  CONSTRUCTION  TRADES 

FOR  SELECTED  NON-SOUTHERN  AREAS,  1964 


-A--' — 


Electri- 

Sheet 

Iron 

Car- 

Plumbers 

cians 

Metal 

workers 

penters 

4 

Workers 

Total 

Wn  <*»r) 

..  — 

Total 

Negro  j 

Total 

Negro 

Total 

o 

&5 

Total 

Negro 

CALIFORNIA 


State  (of) 

264 

7 

162 

5 

200 

6 

33 

1 

2047 

35 

CONNECTICUT 

State  (of) 

— 

— 

16 

0 

00 

00 

00 

00 

24 

3 

ILLINOIS 

Chicago 

< 54 

* 

126 

22 

# 

# 

21 

1 

72 

12 

INDIANA 

State  (of) 

55 

* 

67 

# 

30 

* 

14 

* 

38 

# 

MARYLAND 

Baltimore 

50 

0 

45 

4 

11 

0 

— 

— 

53 

3 

MASSACHUSETTS 

Boston 

14 

0 

45 

0 

23 

1 

35 

0 

64 

7 

Springfield 

— 

— 

6 

0 

0 

0 

# 

2 

1 

MICHIGAN 

Detroit 

# 

— 

35 

0 

— 

— 

4 

0 

250 

0 

MISSOURI 

Eastern 

136 

# 

173 

* 

58 

0 

59 

* 

288 

4 

Western 

31 

# 

14 

* 

-- 

— 

45 

* 

NEW  JERSEY 

Newark 

12 

0 

mm  mm 

pm  -» 

mm  w 

mm  mm 

m 





Northern  N.J. 
(excluding  Newark) 

19 

0 

36 

0 

- “ 

-- 

-- 

19 

0 

NEW  YORK 

New  York  City 

169 

4 

_ m 

mm  m 

• m — i 

50 

1 

150 

0 

Long  Island 

__ 

27 

0 

mm 

mm  mm 

2 

1 

Westchester  Co. 

— 

— 

**  - 

— 

— 

— 

36 

0 

OHIO 

Akron 

13 

0 

8 

0 

5 

0 

mm  mm 

mm  mm 

12 

0 

Cincinnati 

3 

0 

22 

0 

10 

0 

12 

0 

12 

0 

Cleveland 

20 

1 

53 

2 

14 

0 

19 

0 

10 

0 

Columbus 

12 

0 

10 

0 

19 

0 

8 

0 

14 

1 

Dayton 

16 

0 

39 

0 

18 

0 

17 

0 

16 

0 

PENNSYLVANIA 

Harrisburg 

5 

0 

M — 

— 

3 

0 

4 

0 

9 

0 

Philadelphia 

16 

2 

30 

0 

15 

1 

15 

1 

65 

* 

Pittsburgh 

— 

— 

15 

0 

20 

5 

25 

3 

RHODE  ISLAND 

Providence 

5 

0 

6 

0 

2 

0 

— 

— 

16 

0 

WEST  VIRGINIA 

Parkersburg 

. .12 

.0 

11 

0 

4 

0 

10 

0 

. 4 

0 

TOTAL  NONSOUTH 

906 

14 

996 

33 

432 

12 

301 

4 

3273 

70 

SOURCE:  President's  Committee  on  Etjual  Employment  Opportunity. 

In  some  cases  the  total  number  of  applicants  was  unknown. 


not  show  how  many  apprentices  there  are  in  these  cities, 
they  indicate  the  number  of  Negroes  admitted  to  these  pro-* 
grams  in  1964.  There  undoubtedly  were  some  programs  that 
might  have  selected  Negroes,  that  made  no  selections  during 
the  survey  period.  While  these  figures  come  from  a sample 
and  not  the  entire  universe . they  appear  to  reflect  the 
patterns  of  Negro  apprentices  in  all  places  except  New  York 
City,  where  a relatively  significant  number  of  Negroes  got 
in  before  and  after  1964. 

A 1964  compliance  survey  of  government  contrac- 
tors also  found  few  Negro  apprentices;  of  21,500  apprentices 
only  483(or  1.3  percent)  were  Negroes. 

Reasons  for  the  Absence  of  Negroes 
from  Apprentice  Programs 

Although  the  reasons  why  so  few  Negroes  are  rep- 
resented in  apprenticeship  training  are  easy  to  list,  it 
is  much  more  difficult  to  assign  weights  to  each  of  the 
factors  in  the  complex  constellation  of  causes.  Civil 
Rights  groups  have  emphasized  discrimination  as  a causal 
factor,  while  unions  stressed  lack  of  qualified  Negroes. 
Specialized  government  agencies  often  add  to  the  confusion 
by  supporting  the  civil  rights  leaders  (if  they  are 
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antidiscrimination  organizations)  or  the  industry  (if  they 
are  apprenticeship  officials).  Although  there  is  an  element 
of  truth  in  all  of  these  positions,  they  tend  to  be  super- 
ficial and  exaggerated. 


Union  and  Management  Attitudes 

While  there  have  perhaps  been  some  significant 
changes  in  attitudes  in  recent  years,  there  can  be  little 
question  that  racial  prejudices  and  discrimination  by  unions 
and  management  (reflecting  prevailing  social  attitudes)  have 
been  major  reasons  for  the  absence  of  Negroes  from  appren- 
tice programs.  Employers  traditionally  have  felt  that 
Negroes  were  "suited"  mainly  for  hot,  dirty  or  otherwise 
disagreeable  jobs.  Historically,  management  has  been  willing 
to  hire  Negroes  for  "white"  jobs  only  where  they  would  work 
for  lower  wages  than  whites  or  would  act  as  strikebreakers 
or  otherwise  help,  prevent  unionization.  But  these  latter 
motives  became  less  important  after  the  New  Beal  petiod 
when  the  new  industrial  unions  championed  Negro  interests 
and  the  Negro  community's  allegiance  shifted  from  employers 
and  Republicans  to  unions  and  Democrats. 

Of  course,  employment  policies  also  are  motivated 
by  profit  considerations.  If  employers  fear  boycotts  by 
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white  customers  or  employers,  they  are  reluctant  to  hire 
Negroes.  Since  many  employers  in  the  building  trades  rely 
on  the  union  as  a source  of  skilled  manpower,  and  since 
union  leaders  have  been  able  to  refer  better  workers  to 
preferred  employers,  management  has  had  strong  motives  to 
maintain  a good  relations  with  unions. 

The  supply  of  Negro  craftsmen  is  an  important 
determinant  of  the  colored  workers'  ability  to  maintain  jobs. 
White  workers  are  not  likely  to  attempt  to  prevent  the  em- 
ployment of  Negro  workers  who  can  supply  the  manpower  needs 
of  boycotted  employers,  and  they  are  not  likely  to  attempt 
to  exclude  Negroes  who  have  sufficient  supplies  of  competent 
workers  to  break  strikes. 

S 

Attitudes  toward  hiring  Negro  workers  seem  to  vary 
considerably  between  different  levels  of  management.  Al- 
though top  management  people  often  agree  to  equal  employment 
opportunity  programs,  lower  level  supervisors  and  foremen 
are  likely  to  be  more  opposed  to  hiring  Negroes. 

Although  racial  prejudice  obviously  continues  to 
be  an  important  factor  in  apprenticeship,  little  overt 
racial  hostility  seems  to  be  expressed  against  Negro  appren- 
tices once  they  get  in  the  programs.  Indeed,  there  are 
many  cases  in  which  employers  or  union  leaders  have  gone 
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out  of  their  way  to  see  that  Negroes  "made  it."  Some  Negro 
apprentices  have  been  discriminated  against  in  job  assign- 
ments. a few  have  had  trouble  with  journeymen  which  might 
have  been  racially  inspired  (although  because  of  the  hazing 
tradition  it  obviously  was  not  entirely),  but  most  seem  to 
get  along  well  with  fellow  apprentices  or  instructors. 
However,  Negroes  rarely  feel  completely  accepted,  even 
though  there  is  outward  cordiality. 

Similarly,  although  some  apprenticeship  sponsors 
had  trouble  with  tardiness;,  absenteeism,  and  sloppy  work 

f 

habits  by  Negro  apprentices,  most  of  them  seemed  to  feel 
that  Negroes  perform  at  least  as  well  as  the  average  white 
apprentice . 


While  dis 

for  the  absence  of 
ticeship  programs, 
based  on  non racial 
attempt  to  control 
their  wage  rates, 
a sense  of  job  inse 
ment  which  are  cons 
rates.  Indeed,  con 
are  higher  than  the 


crimination  undoubtedly  is  responsible 
Negroes  from  many  construction  appren- 
th<?  unions'  motives  to  exclude  also  are 
factors.  For  one  thing,  these  unions 
the  supply  of  labor  in  order  to  maintain 
The  construction  industry  is  plagued  by 
curity  stemming  from  rates  of  unemploy- 
istently  much  higher  than  the  average 
struction  unemployment  rates  typically 
general  unemployment  rates 


of  nonwhite 


most 


males.  In  order  to  protect  their  jobs,  therefore, 

skilled  construction  unions  attempt  to  control  the  supply 

of  labor  through  a variety  of  Wns:  some  of  them  operate 

hiring  halls,  most  of  them  reftise  to  work  with  nonunion 

workers,  and  most  of  them  control  entry  into  their  appren- 
tice programs . 

As  noted  in  Chapter  II,  craft  unions  also  are 
interested  in  the  qualifications  of  apprentices  because  they 
realize  that  job  control  requires  a supply  of  competent 
workers.  As  George  Strauss  has  emphasized,  unions  also 
want  well -trained  men  because  "...  the  presence  of  un- 
skilled men  in  the  union  makes  the  business  agent's  life 
more  difficult;  unskilled  men  are  harder  to  place,  unskilled 
men  are  far  more  likely  than  skilled  men  to  insist  on  variou 
types  of  featherbedding,  and  internal  schisms  develop  as  the 
unskilled  insist  that  job  opportunities  be  shared  equally.”5 
Local  union  leaders  also  have  political  reasons 
for  controlling  apprenticeship  training  and  resisting  the 


5 

George  Strauss, 
of  the  Need,”  in  Arthur  M. 
the  Labor  Market  (Berkeley, 
California  Press,  1965),  p. 


"Apprenticeship:  An  Evaluation 

Ross  (Ed .)  Employment  Policy  and 
California:  University  of 
320. 
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entry  of  Negroes.  For  one  thing,  because  it  is  a source  of 
Jobs,  local  building  trades  unions  have  been  closely  con- 
trolled by  their  members  and  business  agents  and  therefore 
have  been  very  reluctant  to  accept  any  apprentice  who  would 
not  be  acceptable  to  their  members  * 

Another  important  motive  behind  the  pattern  of 
reacial  exclusion  in  craft  unions  has  been  nepotism. 

Although  it  appears  to  be  diminishing,  the  father-son  rela- 
tionship has  been  particularly  strong  in  some  of  the  building 
trades  unions  and  is  defended  on  the  grounds  of  assuring  a 
supply  of  competent  craftsmen;  the  unions  argue  that  one  of 
the  assurances  that  apprentices  will  not  drop  out  of  their 
training  programs  is  the  craft  tradition  which  comes  from 
having  relatives  in  the  trades.  In  addition,  it  is  argued 
that  a strong  sense  of  craftsmanship  which  comes  from  long 
association  with  the  trade  is  a prerequisite  to  excellence 
in  any  skilled  trade.  Craft  unionists  argue  that  their  sons 
and  relatives  are  more  likely  to  have  this  feeling  of  crafts- 
manship than  a youngster  ’’off  the  street'1  who  is  merely  look- 
ing for  a job.  Many  Negro  youngsters  are  indeed  merely  look- 


ing for  a job  and  often  have  been  marked  down  on  this  point 
by  apprentice  selection  committees. 
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Craft  unionists  also-  often  defend  nepotism  as 
morally  justified.  "After  all  ” they  argue,  "we  have  strug- 
gled to  build  our  trades,  why  shouldn't  we  be  able  to  pass 
them  on  to  our  children  just  as  wealthy  individuals  pass  on 
their  wealth?"  Of  course,  nepotism  also  has  become  a part 
of  the  political  system  in  some  unions.  Apprenticeship 
positions  and  summer  jobs  have  been  used  by  business  agents 
to, reward  their  supporters  . 

The  main  objection  to  nepotism  from  the  point  of 
view  of  the  Negro, of  course,  is  that  few  Negroes  are  in 
some  of  the  crafts  and,  although  discrimination  might  not 
just  be  against  Negroes  per  se  they  are  barred  from  appren- 
ticeship training  by  this  system.  However,  there  is  some 
evidence  that  Negroes  as  well  as  whites  are  more  likely  to 
get  in  trades  where  they  have  friends  and  relatives  . (See 
Appendix  A V ) IBEW  Local  3 in  New  York  has  permitted  its 
noncraft  members  to  recommend  their  sons  for  the  craft  ap- 
prentice programs. 

t 

Although  discrimination  is  undoubtedly  involved 
in  their  attitudes,  many  craft  unions,  particularly  in  the 
building  trades,  seem  to  have  been  uncooperative  in  lowering 
racial  barriers--or  have  actually  adopted  "standards"  which 
tend  to  perpetuate  exclusion--because  of  a defensiveness 
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stemming  from  the  belief  that  much  of  the  criticism  of  them 
is  unfair  and  based  on  ignorance  of  the  industry.  Many 
building  trades  leaders  particularly  resent  the  implication 
that  apprenticeship  training  is  a place  for  dropouts,  point- 
ing out  that  this  attitude  has  contributed  to  the  -weakness 
of  vocational  education  in  this  country.  These  leaders  also 
resent  what  they  consider  to  be  governmental  efforts  to 
require  them  to  give  preferential  treatment  to  Negroes 
which  would  require  them  to  discriminate  against  their  own 
members.  They  also  resent  the  implications  that  their 
qualifications  are  designed  solely  to  exclude  Negroes  from 
membership.  Such  an  implication  is,  they  argue,  due  pri- 
marily to  ignorance  of  the  apprenticeship  system  and  the 
requirements  of  the  skilled  crafts.  Even  those  unionists 
who  admit  discrimination  in  the  past  argue  that  the  present 

d 
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fewness  of  Negroes  in  some  apprenticeship  programs  is  due 
primarily  to  the  lack  of  qualified  applicants.  Their  con- 
victions on  this  point  are  strengthened  by  the  meager  re- 
sults of  the  recruiting  campaigns  undertaken  in  various 
Northern  cities  during  the  early  1960’s.  The  building 
trades'  defensiveness  likewise  is  strengthened  by  the  few- 
ness of  valid  complaints  of  discrimination  in  apprentice- 
ship programs  filed  with  government  agencies  and  the  small 
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number  of  qualified  Negro  applicants  for  apprenticeship 
training.  Union  leaders  also  resent  the  implication  that 
the  absence  of  Negroes  from  a program  prove s discrimination 
and  are  critical  of  government  officials  who  sanction  action 
to  get  Negroes  in  by  "whatever  means.” 

Cultural  Factors 

Of  all  the  factors  tending  to  perpetuate  the  ex- 
clusion of  Negroes  from  apprentice  programs,  the  most  im- 
portant ha're  been  those  which  relegated  the  Negro  to  in- 
‘ **'  o<  pat  ions . The  Negro's  main  problem  historically 

is  that  he  lacked  the  political  and  economic  power  to  force 
whites  to  share  their  job  opportunities  with  him.  Indeed, 
apparently  the  only  time  Negroes  were  able  to  enter  the 
skilled  trades  with  relative  ease  was  under  slavery,  when 
slave  craftsmen  were  protected  from  hostile  whites  by  the 
powerful  slave- owning  class. 

After  emancipation,  however,  the  only  skilled 
occupations  in  which  Negroes  were  able  to  maintain  their 
positions  with  any  success  were  those  which  performed  ser- 
vices in  the  Negro  community  or  in  which  Negroes  were  too 
numerous  to  be  excluded  by  whites.  The  main  crafts  which 
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Negroes  continued  to  practice  were  those  which  had  rel- 
atively stable  technologies*  For  example,  Negroes  have 
held  a relatively  significant  share  of  older  trowel  crafts, 
but  have  had  a very  low  proportion  in  such  newer  occupa- 
tions as  electricians,  sheet  metal  workers,  elevator  con- 
structors, plumbers,  and  pipefitters.  These  latter  occupa- 
tions often  required  training,  experience,  and  skills,  which 
were  beyond  the  Negro's  reach. 

Status  also  has  been  an  important  factor  in  ra- 
cial exclusion.  In  the  hierarchy  of  jobs  in  each  industry 
it  has  generally  been  understood  that,  with  few  exceptions, 
certain  inferior  jobs  would  go  to  Negroes.  Because  of  the 
racial  prejudices  of  the  white  community,  Negroes  were  ex- 
cluded from  certain  "status"  jobs  such  as  electricians, 
locomotive  engineers,  and  supervisors  of  all  kinds.  Many 
craftsmen  whose  status  has  been  due  to  daring  and  risk  as 
well  as  skill--such  as  ironworkers--have  excluded  Negroes 
because  of  the  stereotyped  idea  that  Negroes  were  afraid  of 
heights  or  other  dangers.  As  might  be  expected,  experience 
shows  these  stereotyped  ideas  to  be  completely  unfounded. 

As  a consequence  of  these  job  limitations,  Negro 
employment  patterns  have  become  deeply  entrenched  and  are 
therefore  difficult  to  change.  Not  having  worked  in  a 
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variety  of  skilled,  technical  jobs,  Negroes  became  stereo- 
typed for  certain  jobs  by  employers,  white  -workers,  and 
even  themselves.  Since  Negroes  usually  live  in  segregated 

neighborhoods  and  go  to  segregated  schools,  they  rarely 

< 

learn  about  jobs  with  few  or  no  Negroes  in  them,  and  they 
apply  for  the  kinds  of  jobs  they  know  they  can  get.  Since 
aspirations  are  conditioned  by  one's  associations,  few 
Negroes  are  motivated  to  apply  for  jobs  from  which  they  are 
excluded . 

As  a consequence  of  these  historical  and  cultural 
forces,  as  well  as  for  a variety  of  other  reasons,  Negroes 

i 

often  have  not  applied  for  apprenticeship  openings  which 
have  been  opened  to  them.  For  one  thing,  very  few  Negroes 
have  known  much  about  apprenticeship  programs,  in  spite  of 
the  publicity  given  them  by  the  civil  rights  movement. 
Indeed,  racial  demonstrations  in  some  cases,  while  un- 
deniably contributing  to  the  lowering  of  racial  barriers, 
or  the  substitution  of  tokenisrk  or  more  subtle  forms  of 
discriminations,  have  tended  to  symbolize  to  Negro  young- 

9 

\ 

sters  the  obstacles  to  becoming  apprentices.  Very  few 
school  counselors  have  advised  Negro  youngsters  to  apply 
for  apprenticeship  openings,  either  because  of  ignorance  of 
apprenticeship  or  because  they  thought  that  Negroes  could 
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not  get  in.  Moreover,  many  employment  counselors  apparently 
have  low  opinions  of  the  skilled  trades  and.  have  therefore 
discouraged  the  more  qualified  Negro  youngsters  from  enter- 
ing apprentice  programs.  In  some  cases  the  counselor’s 
attitudes  are  based  on  the  reality  of  the  situation  and 
prevailing  community  prejudices  against  manual  work.  This 
is  poor  counseling  if  the  youngster  has  an  aptitude  for  the 
skilled  trades,  because  apprenticeship  training  often  leads 
to  satisfying  work  and  high- paying  supervisory  jobs. 

Civil  rights  and  union  leaders  have  been  surprised 
at  the  apathy  shewn  by  Negro  youngsters  toward  apprentice 
programs  even  when  they  had  a chance  to  get  in-  Of  course, 
the  main  reason  for  this  is  that  Negro  youngsters  apparently 
do  not  aspire  to  the  skilled  trades-  Many  of  those  who  are 
qualified  to  enter  the se  programs  ei the r aspire  to  whi te 
collar  jobs  or  wish  to  get  jobs  with  immediate  earnings. 

In  some  of  the  latter  cases.  Negro  youngsters  take  jobs  out 
of  necessity,  but  in  some  cases  it  is  because  they  are  net 
interested  in  the  trades-  The  findings  of  ou.r  study  confirm, 
those  of  B.  A.  Turner  who  studied  the  occupational  choices 
of  2,012  high  school  seniors  in  fourteen  Negro,  two  all 
white,  and  two  integrated  schools-0  Only  3-2  percent  of 

s3 . A . Turner,  Occupational  Choices  of  High  School 
Seniors  in  the  Space  Age  (Houston"  Texas  Southern  Univer- 
sity , 1964 ) . 
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these  students  aspired  to  the  skilled  trades  and  expressed 
interest  mainly  in  the  trades  I'egroes  have  traditionally 
been  able  to  enter.  The  most  popular  first  and  second 
choices  of  these  2,012  seniors  were: 


Occupation 

1st 

Choice 

2nd 

Business 

140 

115 

Nurse 

203 

74 

Secretary 

36 

64 

Teacher 

171 

161 

Engineer 

54 

19 

Home  Economics 

59 

62 

Mathematics 

53 

40 

The  occupational  choices  by  broad  groups  were: 


Number  Percent 

Professional  and 


Managerial 

1332 

66.2 

Clerical  and  Sales 

283 

14.1 

Service 

75 

3.7 

Skilled 

65 

3 .2 

Agriculture 

17 

.9 

All  Other 

36 

1.8 

Not  Classified 

204 

10.0 

Some  observers  have 

been  surprised 

that  qualified 

Negro  youngsters  have  taken  nonskilled  jobs  instead  of  ap- 
prenticeships which,  on  the  average,  pay  more  than  the  av- 
erage nonskilled  Negro  youngster  can  hope  to  make.  But 
youngsters  who  are  otherwise  qualified  for  apprenticeship 
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are  above  average  and  have  bee.-  able  to  earn  more  than  the 
beginning  rates  for  apprenticeship  programs.  The  wage 
factor  is  particularly  important  in  the  more  desirable  oc- 
cupations for  which  there  are  typically  many  more  applicants 
■chan  jobs.  In  these  trades,  the  wages  of  apprentices  typ- 
ically are  lower  relative  to  journeyman  rates  than  in  car- 
pentry and  other  occupations  which  are  likely  to  have  lower 
qualifi cations  for  entry.  Wages  are  likely  to  be  more  im- 
portant to  Negro  apprentices,  who  seem  older  on  the  average 
than  their  white  classmates. 

Dissatisfaction  among  Negro  youngsters  is  likely 
to  result  from  those  who  are  overqualified  for  occupations 
as  well  as  for  those  who  are  underqualified.  Highly  quali- 
fied Negroes  and  whites  get  bored  with  even  those  apprentice 
programs  which  have  the  highest  qualifications.  Some  of 
these  apprentices  would  be  in  college  if  they  had  the  fi- 
nancial resources  to  pay  their  way.  Some  of  those  who 
failed  to  follow  through  on  their  applications  for  appren- 
ticeship programs  go  to  college  rather  than  become  appren- 
tices, and  others  drop  out  for  this  reason. 

The  Negro's  low  aspirations  for  apprenticeship 
training  programs  seem  to  contradict  the  emphasis  given 
these  programs  by  the  civil  rights  movement.  In  some  sense 
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this  contradiction  is  based  on  different  objectives.  Many 
Negro  adults  compare  the  skilled  trades  with  the  jobs  they 
now  hold  and  consider  apprenticeship  programs  to  be  highly 
desirable,  while  Negro  youngsters  who  are  otherwise  quali- 
fied compare  apprenticeships  with  their  aspirations  and 
consider  them  undesirable.  Many  civil  rights  leaiers,  who 
sometimes  are  intellectuals  with  little  understanding  of 
apprentice  programs,  approach  the  apprenticeship  problem 
symbolically.  They  reason  that  some  Negro  youngsters  ought 
to  go  into  these  programs  and  are  incensed  by  the  manifes- 
tations of  discrimination  which  have  barred  Negroes  from 
skilled  occupations.  The  conspicuousness  of  construction 
projects  and  the  fact  that  many  of  them  are  financed  by 
government  funds  make  the  building  trades  apprentice  pro- 
grams logical  targets  for  civil  rights  organizations.  But, 
since  many  Negro  youngsters  apparently  are  not  eager  to 
enoer  these  programs,  and  since,  as  we  shall  see,  very  few 
jobs  are  involved,  the  emphasis  on  apprenticeship  training 
often  either  is  symbolic  or  is  based  on  a misunderstanding 
of  realities.  However,  many  civil  rights  leaders  have 
^earned  more  about  apprenticeship  programs  as  a result  of 
the  conflicts  of  the  early  1960's  and  take  a more  realistic 
approach.  They  realize  that  not  many  jobs  are  involved  but 
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that  they  are  good  jobs.  They  also  realize,  of  course,  that 
symbolism  also  is  important  for  the  civil  rights  movement. 

The  foregoing  is  not  intended  to  imply  that  there 
are  not  more  qualified  Negro  youngsters  -who  would  like  to 
get  into  apprentice  training  programs  if  they  knew  about 
them.  Some  high  school  counselors  have  been  successful  in 
getting  Negro  youngsters  to  apply  to  these  programs  and, 
although  much  effort  was  required,  some  organizations  have 
succeeded  in  recruiting  Negro  youngsters  for  apprentice 
programs  „ 

Negro  youngsters  who  apply  for  apprenticeship 
programs  often  do  not  follow  through  for  a variety  of  rea- 
sons which  do  not  follow  any  particular  pattern.  (See 
Appendix  A>)  Some  applicants  are  discouraged  by  fees 
charged  either  to  take  the  tests  or  to  enter  the  unions. 

Many  of  those  youngsters  who  have  persevered  through  the 
difficult  process  of  finding  out  about  the  qualifications, 
starting  times  and  application  procedures  for  apprenticeship 
programs  have  failed  to*  appear  for  tests  or  avail  themselves 
of  opportunities  to  enter  these  programs  because  of  the 
time  delays  and  uncertainties  involved.  As  a consequence, 
many  of  them  either  are  drafted,  find,  other  jobs,  or  move 
away  before  the  time  comes  for  them  to  enter  apprentice 


programs . 


Some  Negro  youngsters  fail  to  follow  through  with 
these  programs  because  of  poor  discipline.  We  have  no  way 
of  knowing  how  these  compare  with  whites,  but  some  of  the 
reasons  given  by  Negro  youngsters  for  their  failure  to  fol- 
low through  with  their  applications  seem  very  trivial: 
some  "forgot, " others  overslept,  and  still  others  had  no 
excuse  at  all#  It  is  often  necessary  for  some  organization 
to  see  Negro  youngsters  through  the  difficult  and  uncertain 
process  of  making  proper  application  to  apprentice  programs, 
preparing  them  to  take  the  tests,  and  seeing  to  it  that  they 
develop  proper  work  habits  once  they  are  on  the  ,job.  Of 
course,  white  youngsters  also  need  this  kind  of  attention, 
but  they  are  more  likely  to  get  it  from  friends  or  relatives 
in  the  trades. 


Lack  of  Qualifications 

As  we  shall  see  in  our  discussions  of  the  appren- 
ticeship experience  of  Negroes  in  the  various  cities,  a 
large  proportion  of  Negroes  recruited  for  apprentice  pro- 
grams are  found  to  be  unqualified.  Although  Negroes  often 

feel  that  the  tests  and  qualifications  are  designed  to  keep 

\ 

them  out,  there  is  also  agreement  that  for  many  reasons 
Negroes  are  not  like3.y  to  do  as  well  as  whites  on  paper 


and  pencil  tests  designed  to  discover  aptitudes  and  abil- 
ities . 

Education 


A larger  proportion  of  Negroes  than  -whites  are 

barred  from  apprenticeship  programs  by  educational  standards 

As  noted  in  Chapter  II.  almost  all  apprenticeship  programs 

require  that  applicants  be  high  school  graduates  and  some 

require,  or  give  extra  credit  for,  specified  courses  in 

mathematics  and  sciences.  Although  there  is  a marked  in- 

/ 

crease  in  the  trend  for  Negroes  to  complete  high  school, in 
October,  1965,  60  percent  of  whites  but  only  37  percent  of 
nonwhites  in  the  labor  force  had  completed  four  years  of 
high  school  or  more.  Median  nonwhite  education  lagged  3.8 
years  behind  whites  in  1952;  2.6  years  in  3.962,  and  only  1.8 
years  in  1965.  Nonwhite  ma3.e  education  levels  lag  signif- 
icantly behind  other  groups;  their  median  years  of  education 
completed  in  1965  was  10.2  as  compared  with  12.2  for  white 
males,  12.3  for  white  fema3.es  and  11.1  for  nonwhite  females. 

These  statistics  do  not  te!3.  the  whole  story, 
however,  because  it  is  well  known  that  Negro  education  has 


been  inferior  to  that  of  whites  in  all  sections  of  the 
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country.  According  to  a 1966  report  by  the  U.S.  Office  of 

Education,  Negroes  in  the  metropolitan  Northeast  in  the 

sixth  grade  were  about  1.6  years  behind  whites;  at  grade 

nine,  2.4  years  behind  whites,  and  at  grade  12  Negroes  were 

3.3  years  behind  whites.7  The  report  also  concludes  that 

"by  grade  12,  both  white  and  Negro  students  in  the  South 

score  below  their  counterpart s--white  and  Negro--in  the 

North.  In  addition,  Southern  Negroes  score  farther  below 

Southern  whites  than  Northern  Negroes  score  below  Northern 

whites."8  Although  these  tests  measure  educational  achieve- 

% 

ment,  the  report  emphasizes  that  they  "do  not  measure  in- 
telligence, nor  attitudes  or  character."9 

Professor  Kenneth  B.  Clark's  conclusion  concern- 
ing employers  is  equally  applicable  to  apprenticeship  pro- 
grams : 

The  fact  is  that  the  massive  inefficiency  of 
the  public  schools  where  the  masses  of  Negroes  go, 
does  the  discriminating  for  any  prejudiced  employer, 
so  that  he  doesn't  have  to  do  it  himself. 


i 

I 
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7U.S.  Department  of  Health,  Education,  and  Wel- 
fare, Office  of  Education,  Equality  of  Educational  Oppor- 
tunity, (Washington:  U.S.  Government  Printing  Office,  1966), 

p . 20  . 


Ibid.,  p.  21 


'Ibid., 


\ 


erJc 


\ 


p . 20  . 


All  he  has  to  do  is  to  maintain  even  minimum 
standards  of  qualifications  in  such  basic  subjects 
as  reading  or  arithmetic,  and  as  things  no v stand, 
the  vast  bulk  of  the  Negro  youngsters  from  the  work- 
ing class,  the  lover  middle  class,  are  unable  to  meet 
minimal  standards  for  employment  in  other  than 
menial  lower  status  jobs.10 


Vocational  schools,  which  might  be  expected  to 
give  youngsters  an  advantage  in  applying  for  the  skilled 
trades,  actually  seem  to  put  them  at  a disadvantage  in  ap 
plying  for  apprenticeship  training  (see  Appendix  A). 

Many  Negro  youngsters  have  not  had  such  courses 
as  algebra,  trigonometry,  and  physics,  all  of  which  were 
emphasized  by  the  electrical,  plumbing,  sheet  metal,  and 
other  apprentice  programs. 


The  Problem  oi  Testing 

Negro  youngsters  attempting  to  enter  apprentice- 
ship programs  sometimes  are  barred  by  the  tests  used  to 
select  apprentices.  Although  there  has  been  a long-run  trend 
in  the  use  of  tests,  there  seems  little  question  that  the 


10Kenneth  B.  Clark,  Social  and  Economic  Impli- 
cations of  Integration  in  the  Public  Schools.  Seminar  on  Man- 
power Policy  and  Program,  U.S.  Department  of  Labor,  Man- 
power Administration,  Office  of  Manpower,  Automation  and 
Training,  1964,  p.  6. 
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civil  rights  movement's  demands  for  better  job  opportuni- 
ties have  accelerated  the  use  of  these  selection  devices. 

It  is  therefore  understandable  that  Negroes  and  civil 
rights  leaders  suspect  the  tests  were  introduced  as  a means 
of  continuing  discrimination  under  the  guise  of  maintaining 
standards . 

Although  it  was  not  our  purpose  to  appraise 
either  the  validity  of  the  tests  or  the  reasonableness  of 
the  qualifications  and  standards  imposed  by  the  unions,  be- 
cause of  its  importance  to  Negro  participation  in  appren- 
ticeship programs  we  sought  some  answers  to  the  question  of 
the  fairness  of  the  tests  given.  Except  in  a few  cases,  the 
tests  seem  to  have  been  fairly  administered,  but  there  is 
some  question  concerning  the  weight  given  certain  parts  of 
the  tests,  especially  the  heavy  reliance  on  oral  interviews. 

Some  interviewees  suggested  that  oral  interviews 
should  be  eliminated  or  their  weight  should  be  no  more  than, 
say,  5 percent  of  the  test.  Industry  interviewees  reject 
this  suggestion,  arguing  that  many  attributes  which  indi- 
cate probability  of  successfully  completing  a program  can 

i 

be  determined  only  by  oral  interviews.  Moreover,  our  evi- 
dence indicates  that  written  tests  are  more  likely  to  ex- 

\ 

elude  Negroes  than  oral  interviews.  The  orals  obviously 
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are  flexible  enough  to  permi  , the  examiners  to  do  what- 
ever they  want  to  do.  Negroes  also  can  be  tutored  to  im- 
prove their  chances  of  making  good  impressions  in  oral  in- 
te  rviews . 

Efforts  to  get  Negroes  into  apprenticeship  pro- 
grams also  raise  the  question  of  whether  or  not  written 
selection  tests  are  inherent3.y  biased  against  Negroes.  Most 
of  the  JAC’s  apparently  make  up  their  own  written  tests 
which  supplement  oral  interviews  in  order  to  make  better 
selections  and  reduce  dropouts.11  The  testing  question  has 
received  considerable  publicity  as  a result  of  the  famous 
Motorola  Case,  in  which  the  Illinois  Supreme  Court  (in  March 
1966)  reversed  a ruling  by  that  state’s  FEP  Commission  hold-: 
ing  that  the  Motorola  Company  had  discriminated  against  a 
Negro  by  giving  an  aptitude  test.  The  hearing  examiner  had 
ruled  that  the  test  was  normed  on  advantaged  groups  and 
therefore  did  not  "lend  itself  to  equal  employment  oppor- 
tunity to  qualify"  by  "culturally  deprived  disadvantaged 
groups."  The  publicity  given  the  Motorola  Case  led  to  the 
so-called  "Tower  amendment"  to  the  Civil  Rights  Act  of  1964 

1 1M3 nute s of  the  Advisory  Committee  on  Equal  Op- 
portunity in  Apprenticeship  and  Training,  10th  Meeting, 

June  29,  1965,  (dittoed),  pp . 4-5. 
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which  provides  that  it  shall  not  be  unlawful  to  rely  and 
act  on  the  results  of  a ’’prof e ssionally  developed”  ability 
test  that  is  not  ’’designed  or  intended"  to  be  used  to  dis- 
criminate . 

Although  testing  is  a complicated  question  on  which 
professionals  disagree,  there  seems  to  be  some  consensus  on 
several  general  conclusions.  There  is  agreement,  for  exam- 
ple, that,  in  spite  of  considerable  overlap  in  individual 
cases,  Negroes  usually  have  lower  scores  chan  whites  on  writ- 
ten tests.  These  differential  results  are  thought  to  re- 
flect cultural  or  background  differences  as  compared  with 
the  populations  on  which  the  tests  were  standardized.  Such 
tests  therefore  will  not  be  accurate  predictors  of  perfor- 
mance on  the  job  or  in  the  training  program.  Psychologists 
have  attempted  to  get  around  this  problem  by  devising  "cul- 
ture free"  or  "culture  fair"  tests  which  would  hold  culture 
constant  either  by  using  test  items  which  are  equally  novel 
or  equally  familiar  to  all  cultures.  As  a practical  matter, 
however,  psychologists  apparently  have  not  succeeded  in  de- 
veloping "culture  free"  performance  tests  which  are  cor- 
related with  the  more  comprehensive  verbal  scales. 

Some  psychologists  have  suggested  using  different 
racial  standards  for  evaluating  test  performances.  Where 
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the  tests  are  biased  against  Negroes,  lower  standards  are 
justified  in  order  to  correct  for  the  bias.  It  has  been 
very  difficult,  however,  to  determine  the  extent  to  which 
the  tests  are  biased  against  Negroes,  The  use  of  separate 
standards  also  has  the  disadvantage  of  perpetuating  the  idea 
of  racial  inferiority.  • There  is,  however,  some  precedent 
for  the  use  of  different  standards  because  several  widely 
used  tests,  such  as  the  Benet,  Wonderlick,  Minnesota  Paper 
Form  Board,  and  the  Thurstone  Temperament  Schedule,  provide 
different  norms  for  males  and  females. 

Whatever  conclusion  one  reaches  on  adjusting  to 
the  testing  bias,  there  is  little  question  that  tests  should 
be  used  with  care  and  must  be  interpreted  by  qualified  per- 
sons . 

Moreover,  tests  should  rarely  be  used  as  the  only 
standard  for  selecting  trainees  or  employees  because  other 
criteria  usually  will  be  important  in  determining  success- 
ful training  or  job  performance.  It  is  also  important  for 
employers  and  training  directors  to  check  the  validity  of 
their  tests  by  examining  the  correlation  between  test  scores 

12 

and  performance  in  their  specific  jobs  or  training  programs. 

12In  August,  1966,  the  Equal  Employment  Oppor- 
tunity Commission  adopted  guidelines  on  testing  and  advocated: 
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Although  our  evidence  is  far  from  conclusive,  we 
are  persuaded  that  fairly  administered  tests  are  not 


I.  Use  of  a total  personnel  assessment  system  that 
is  nondiscriminatory  within  the  spirit  of  the  law 
and  places  special  emphasis  on: 

( a ) Careful  .job  analysis  to  define  skill  require- 
ments . . . 

(b)  Special  efforts  in  recruiting;  minorities  . . . 

( c ) Screening  and  interviewing  related  to  .job 
requirements  ... 

( d ) Tests  selected  on  the  basis  of  specific  .job- 
related  criteria.  The  Commission  views  tests 
as  only  one  component  of  the  personnel  system 
--no  better  or  worse  than  the  selection  sys- 
tem of  which  they  are  a part.  "it  is  quite 
possible  to  take  a test  that  has  been  pro- 
fessionally developed  in  one  situation  and  mis- 
use it  in  another  situation."  The  charac- 
teristics of  a test,  apart  from  the  situation 
in  which  it  is  used,  are  not  sufficient  evi- 
dence on  which  to  judge  its  quality. 

( e ) Comparison  of  test  performance  versus  .job  per- 
formance ....  Since  cultural  factors  cai: 

so  readily  affect  performance  on  so  many  tests, 
it  is  recommended  that  the  test  be  judged 
against  job  performance  rather  than  by  what 
they  claim  to  measure. 

(g)  Retesting.  Mindful  of  the  special  problems 
of  minorities,  employers  are  encouraged  to 
provide  an  opportunity  for  retesting  to  those 
"failure  candidates"  who  have  availed  them- 
selves of  more  training  or  experience. 

( h ) Tests  should  be  validated  for  minorities . 

1 1 . Objective  Administration  of  Tests  . . . . Me  mb  e r s 

of  disadvantaged  groups  tend  to  be  particularly 
sensitive  to  test  situations  and  those  giving 
tests  should  be  aware  of  this  and  be  able  to  al- 
leviate a certain  amount  of  anxiety. 
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insurmountable  obstacles  to  the  entry  of  Negroes  into  ap- 
prenticeship programs.  The  experience  of  the  Workers  De- 
fense League  in  New  York  suggests  that,  with  proper  selection 
and  tutoring,  Negroes  can  perform  at  least  as  well  as  whites 
on  apprenticeship  selection  tests. 
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NEW  YORK 


Because  of  the  size  and  diversity  of  its  popu- 
lation, New  York  has  had  a greater  variety  of  minority 
employment  problems  than  any  other  city.  Equally  signifi- 
cant for  our  purposes.  New  York  also  has  had  a wide  variety 

of  programs  designed  to  improve  the  employment  conditions 
of  minorities. 

New  York’s  large  nonwhite  population  is  highly 
concentrated  within  certain  areas  of  the  city.  In  1960, 
for  example,  although  only  14.7  percent  of  New  York’s 

i 

7.8  million  people  were  nonwhite,  nonwhites  constituted 
over  25  percent  of  the  population  of  the  Borough  of  Man- 
hatten.  While  the  proportion  of  nonwhites  in  Ne.w  York  was 
lower  than  it  was  in  any  of  our  survey  cities.  New  York's 
total  nonwhite  populat ion--l, 167 , 298 — was  larger  in  abso- 
lute terms  in  1960  than  the  nonwhite  population  of  any  of 
our  other  ten  cities. 

The  construction  industry,  which  gives  employ- 
ment to  more  people  than  any  other  industry  in  New  York, 
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has  been  a major  target  of  attacks  by  civil  rights  groups 
because  it  has  had  a relatively  low  proportion  of  nonwhites 
As  shown  in  Table  4-1,  92.1  percent  of  the  189,122  con- 
struction workers  were  white.  This  percentage  was  exceeded 
by  only  one  other  city  (Pittsburgh)  included  in  this  study. 

Because  of  their  size  and  importance  the  New  York 
building  trades  unions  have  exerted  considerable  influence 
in  the  city,  state,  and  national  labor  movements.  The 
president  of  the  state  AFL-CIO,  Raymond  Corbett,  is  also 
the  business  agent  for  New  York  Ironworkers  Local  40.  Like 
wise,  Peter  J.  Brennan  is  chairman  of  both  the  state  and 
city  building  and  construction  trades  councils,  and  George 
Meany,  President  of  the  AFL-CIO,  is  a member  of  Plumbers1 
Local  2 in  New  York  and  a former  president  of  the  New  York 
Federation  of  Labor. 


The  Extent  of  Negro  Participation 
in  Unions  and  Apprentice  Programs 


A study  on  the  degree  of  Negro  participation  in 
apprenticeship  programs,  released  in  1960  by  the  New  York 
State  Coinmission  Against  Discrimination  (SCAD),  disclosed 
that  (1)  "both  historically  and  currently  Negroes  ha"e  not 
been  utilized  by  industry  [in  New  York]  in  the  skilled 
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EMPLOYMENT  IN  SELECTED  OCCUPATIONS  BY  RACE  - 1960 
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craft  components  of  the  labor  force'*;  and  (2)  that  "appren- 
ticeship has  not  been,  nor  is  it  presently,  a significant 
mode  of  entry  for  Negroes  into  skilled-craft  occupations."1 
With  reference  to  the  entire  state,  the  report  stated  that 
in  1940  there  were  36  Negroes  out  of  7,421  apprentices  (or 
about  .5  percent);  by  1950,  there  were  152  Negroes  out  of 
10,000  apprentices  (or  about  1.5  percent);  in  1960  there 
were  about  300  Negroes  out  of  15,000  apprentices  (or  about 
2 percent).2 3  About  73  percent  of  the  total  apprentices  in 
the  state  were  in  New  York  City,  with  the  bulk  of  these 
concentrated  in  the  construction  and  printing  trades.  SCAD 
found  that  "of  the  relatively  few  Negro  apprentices  in  the 
state,  nearly  all  are  located  in  the  New  York  City  region, " 
and  primarily  in  the  electrical,  bricklaying,  painting, 
and  "possibly  carpentry  trades."4  Similarly,  the  report 
stated  that  there  were  no  Negro  apprentices  in  the  city  in 
the  following  trades:  plumbers,  steamf itter s,  sheet  metal 


JNew  York  State  Commission  Against  Discrimina 
tion.  Apprentices,  Skilled  Craftsmen  and  the  Negro:  An 

Analysis , April  1960,  p.  13. 

2Ib id . , p.  15. 

3Ibid . , p.  64. 

4 


Ibid. 
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workers,  structural  and  ornamental  iron  workers,  plasterers 
and  mosaic  and  terrazo  workers. s SCAD  attributed  the  lack 
of  participation  to  a variety  of  causes;  the  lack  of  in- 
formation concerning  the  general  nature  of  apprenticeship 
and  the  specific  details  of  how  to  gain  admission  to  spe- 
cific programs;  the  availability  of  alternative  training 
opportunities;  the  limited  number  of  apprenticeship  open- 
ings (given  set  j ourneymen-apprent ice  ratios  and  strong 
competition  from  many  white  youths  seeking  these  posi- 
tions); the  low  wages  of  apprentices  (a  youth  can  often 
earn  more  as  a helper  than  as  an  apprentice);  the  stan- 
dards for  selection  (a  high  school  diploma,  written  test 
performance,  and  subjective  evaluations);  management  preju- 
dice about  Negro  job  performance;  anticipated  objections 
by  other  employees  of  an  enterprise;  overt  acts  of  dis- 
crimination by  trade  unions;  and  the  nature  of  internal 
union  structure  wherein  the  union  leader  (unlike  manage- 
ment) is  responsible  to  the  membership  for  its  actions.* 6 

\ 5 Ibid.  / 

6In  this  regard,  the  Commission  reported  that 
"it  appears  that  most  indenturing  units  use  criteria  which 
do  not  lend  themselves  to  objective  measurement.  Proper 
attitudes,  correct  motivation,  a sense  of  responsibility, 
job  interest,  and  general  intellectual  skills  are  deemed 
more  valuable  than!  specific  attainments."  (p.  87). 
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In  spite  of  these  findings,  the  Commission 
reported  very  few  cases  involving  discrimination  by  ap- 
prenticeship programs,  in  violation  of  the  New  York  State 
Law  Against  Discrimination#  The  reasons  for  this  paucity 
of  cases,  according  to  SCAD,  included:  the  Commission 

could  not  initiate  investigations,  but  relied  on  complaints 
of  aggrieved  parties;  discrimination  in  apprenticeship 
training  is  difficult  to  prove;  few  Negroes  apply  for  ap- 
prenticeship positions;  and  many  people  do  not  know  that 
they  have  the  right  to  file  a complaint  with  the  Commis- 
sion (a  conclusion  that  has  been  verified  many  times  over 
during  the  course  of  this  study). 

Another  study  was  released  during  the  height  of 
the  1963  summer  demonstrations  by  the  New  York  Advisory 
Committee  to  the  U.S.  Commission  on  Civil  Rights,  and  con- 
cluded that : 


. * . Negroes  are  denied  access  to  employment 

in  most  of  the  building  trades  in  New  York  City. 

The  study  further  indicates  that  retention  of  present 
practices  in  admission  to  apprenticeship  programs 
will  mean  that  Negroes  can  expect  no  more  than  token 
participation  in  most  of  the  building  trades  in  the 
future . 7 


7 "A  Report  of  the  New  York  Advisory  Committee  to 
the  U.S.  Commission  on  Civil  Rights,"  reprinted  in  The  Role 
of  Apprenticeship  in  Manpower  Development:  United  States 

and  Western  Europe  Vol.  Ill,  Committee  on  Labor  and  Public 
Welfare,  Washington,  1964,  p.  1250. 
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The  format  of  the  1963  report  was  similar  to  the  earlier 
SCAD  ^findings  except  that  it  indicated  little  had  been  done 
since;  1960,  except  the  notable  action  by  IBEW  Local  3 — to 
be  di|cussed  below— about  which  the  report  is  highly  com- 
plimentary but  pessimistic  in  its  expectation  that  other 
unions?  might  follow  the  example  • 

. The  third  study,  which  was  an  outgrowth  of  the 
investigations  begun  by  the  New  York  City  Commission  on 
Human  Bights  during  the  1963  street  demonstrations  over 
the  lsstie  of  Negro  participation  in  the  building  trades 
and  released  in  December  of  that  year,  concluded  that: 

. . The  Commission  on  Human  Rights  finds  a 

pattern  of  exclusion  in  a substantial  portion  of  the 
building  and  construction  industry  which  effectively 
“onwhites  from  participating  in  this  area  of 
the  city’s  economic  life. 

the  vesult°n?iSSl?n  flndS  thS  foreS°ing  condition  in 
bilitv  fir  ? employer  failure  to  accept  responsi- 
°r  i^eluding  minority  group  workers  in  the 

f hiS  pro>Jeots>  union  barriers  to  Negro 
admittance  and  government  failure  to  enforce  regula- 
tions barring  discrimination.0  reguia 


The  CCHR  recognized  that  "the  city  has  no  authority  to 
enact  legislation  to  outlaw  race  discrimination  by  trade 


®The  City 
the  Building  Indust 
December,  1963,  p. 


Commission  on  Human  Rights,  Bias 
~y i An  Interim  Report  to  theMay 
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unions 1,9  but  it  felt  that  it  was  incumbent  upon  the  state 
agencies  to  enforce  the  state  laws  in  earnest.  The  CCHR 
report  also  criticized  unions  for  not  relying  on  vocational 
students : 


It  was  shocking  to  hear  from  Board  of  Education 
representatives  that  many  union  officials  did  not 
seek  apprentices,  or  permit  realistic  applications 
from  graduation  of  training  schools  in  the  very  area 
of  the  unions  jurisdiction.  Since  many  nonwhites 
attend  such  schools  before  they  learn  the  true  state 
of  affairs,  the  union  rejection  of  this  source  of 
apprentices  is  most  destructive.9 10 


As  will  be  indicated  shortly,  however,  academic  students 
seem  to  perform  much  better  than  vocational  students  on 
apprenticeship  tests. 

Since  1963,  the  Building  and  Construction  Trades 
Council  has  released  figures  indicating  the  number  of  non- 
whites admitted  to  various  apprentice  programs.  Table  4-2 
shows  the  number  of  apprentices  and  Table  4-3  shows  the 
number  of  nonwhite  journeymen  admitted  over  the  same  time 
span.  Ca.'e  must  be  taken  in  evaluating  these  figures  since 
Puerto  Ricans  are  often  included  as  nonwhites  in  New  York 


9Ibid. , p.  23. 

10Ibid.,  ;p.  15. 
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TABLE  4-2 

NONWHITE  PARTICIPATION  IN  APPRENTICE  PROGRAMS  IN 
SELECTED  BUILDING  TRADES  UNIONS  SINCE 

MARCH  1963 


Total 

Nonwhite 

Apprentices 

Nonwhite  Apprentices  Admitted 

Admitted  Between  Between 


Union  March  March 

1963-1965  1965-1966  1963-1966 


Carpenters  District 
Council 

623 

7 

630 

Operating  Engineers  #15 

7 

(No  Pro- 

7 

IBEW  #3 

240 

gram) 

35* 

275 

Ironworkers  #361 

8 

N.A. 

8 

Ironworkers  #40 

N.  A . 

14 

14 

Elevator  Constructors 

N.A. 

2 

2 

Plumbers  1 

16 

6 

22 

Plumbers  2 

9 

0 

9 

Sheet  Metal  WorkerB  28 

0 

6 r 

11 

Steamfitters  #638 

9 

15 

*Data  supplied  by  Workers  Defense  League. 

^Data  supplied  not  by  union  but  by  Area  Coordinator  for 
the  U.S.  Equal  Employment  Opportunity  Commission. 


Source:  N*Y.  City  Building  and  Construction  Trades 

Council  (except  where  indicated). 
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TABLE  4-3 


NONWHITE  JOURNEYMEN  ADMITTED  TO  SELECTED  BUILDING 

TRADES  UNIONS  BETWEEN 
MARCH  1963  AND  MARCH  1966 


Nonwhite  Journeymen 
Admitted  Between 

Total 

Nonwhite 

Journeymen 

Admitted 

Between 

Union 

March 

1963-1965  1965-1966 

March 

1963-1966 

Carpenters  District 
Council 

276 

146 

422 

Operating  Engineers  #15 

55 

N.A. 

55 

IBEW  #3 

N.A. 

N.A. 

— — 

Ironworkers  #361 

N.A. 

N.A. 

— 

Ironworkers  #40 

N.A. 

7 

7 

Plumbers  #1 

14 

1 

15 

Plumbers  #2 

10 

2 

12 

Sheet  Metal  Workers  #28 

0 

0 

0 

Steamfitters  #638 

N.A. 

N.A. 

— — 

Elevator  Constructors 

3 

3 

Source : 


New  York  City  Building  and  Construction  Trades 
Council . 
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City  statistics  and  these  tables  do  not  indicate  the  num- 
ber who  have  dropped  out  after  having  been  admitted. 

Nevertheless,  there  can  be  little  question  that 
in  spite  of  uneven  progress  in  some  apprentice  programs, 
developments  since  1961  have  caused  considerable  change 
in  New  York  programs.  We  turn  our  attention  next  to  some 

J 

of  the  "more  important  of  these  developments. 

The  1965  Demonstrations 

On  May  15,  1963,  a civil  rights  group,  known  as 
the  Joint  Committee  for  Equal  Employment  Opportunity 
( JCEEO) ,1  1 1 announced  plans  to  picket  the  construction  site 
of  the  Harlem  Hospital  to  protest  discrimination  in  the 
building  trades.  The  committee  demanded  that  25  percent 
of  the  employees  at  the  job  site  be  Negroes  or  Puerto 
Ricans  (at  the  time,  nine  of  the  64  employees,  or  14  per- 
cent, were  Negroes).  JCEEO  had  asked  for  a meeting  between 
all  parties  to  discuss  the  subject.  Although  Acting 
Mayor  Paul  R.  Screvane  offered  to  meet  with  them,  the 

1 JCEiiO  r s membership  was  composed  of  representa- 
tives of  the  New  York  Chapter  of  CORE, ’ the  Negro-Amer ican 
Labor  Council,  the  Workers  Defense  League,  the  Urban  League 

of  Greater  New  York,  and  the  Association  of  Catholic  Trade 
Unionists . 
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unions  and  the  contractor  refused  to  do  so  and  the  Joint 
Committee  started  picketing  the  site  in  June.  After  two 
days  of  intermittent  clashes  with  police,  the  Acting  Mayor 
ordered  the  suspension  of  the  construction  work  "in  order 
to  develop  a climate"  to  study  the  charges.  During  the 
period  of  cessation,  the  city  was  liable  for  $3 , 0Q0-$4, 000 
a week  in  payments  to  the  contractor  for  maintenance  and 
protection  costs. 

The  demonstrations  at  the  Harlem  Hospital  project 
were  part  of  an  attempt  to  shut  down  all  publicly-aided 
construction  in  the  city  until  25  percent  of  the  jobs  were 
filled  by  Negroes  and  Puerto  Ricans..  Accordingly,  demon- 
strations began  during  the  summer  at  the  Rutgers  Housing 
Project  (on  the  lower  East  Side),  the  Downstate  Medical 
Center  (in  Brooklyn),  at  Rochdale  Village  Housing  Project 
(in  Jamaica),  and  Madison  Houses  (in  Harlem).  Blocking 
access  entrance  to  job  sites,  daily  sit-ins  at  the  Mayor’s 
Office  (lasting  ultimately  for  44  days),  sit-ins  at  the 
Governor's  office  in  the  city,  clashes  with  police,  and 
over  650  arrests  of  demonstrators  at  those  sites  kept  the 
issue  in  the  headlines.  Meetings  were  held  between  union, 
civil  rights,  and  city  and  state  government  officials. 

The  first  indications  of  progress  toward  a set- 
tlement came  on  July  23,  1963,  when  the  city’s  Building 
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and  Construction  Trades  Council  announced  a plan  to  estab- 
lish a specific  referral  committee  (to  be  discussed  below) 
to  assist  in  processing  applications  from  nonwhites.  Shortly 
afterward,  on  August  1,  1963,  Plumbers  Local  1,  which  was 
all-white  in  membership,  announced  that  it  would  admit  two 
Negro  "helpers"  at  the  Downstate  Medical  Center* 

In  mid-August  1963,  the  City  Commission  on  Human 
Rights  began  public  hearings  on  the  issue  of  racial  bias 
in  the  construction  industry.  The  union  officials  were 
subpoenaed  to  appear  after  they  ignored  requests  to  meet 
informally  with  minority  groups  and  local  government  of- 
ficials, an  action  seen  as  a "snub"  by  the  demonstration 
leaders  who  then  intensified  their  efforts.  Against  this 
backdrop,  the  first  tangible  results  of  the  demonstrations 
began . 

During  the  second  week  of  August  1963,  a special 
referral  program  was  established  for  the  purpose  of  com- 
piling a list  of  qualified  Negro  journeymen  and  Negro  ap- 
prentice applicants.  The  immediate  impetus  for  the  com- 
mittee's formation  was  an  accord  reached  between  Governor 
Nelson  Rockefeller  and  a group  of  Brooklyn  ministers  (known 
as  vhe  Committee  for  Job  Opportunities  in  Brooklyn)  who 
had  participated  in  the  demonstrations  at  the  site  of  the 
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Downstate  Me  dica  1 . C e n t e r The  Governor  ordered  the  New 
York  State  Employment  Service  to  assign  special  "consul- 
tants and  advisers"  to  two  recruitment  centers  to  he  opened 
by  the  ministers.  In  return,  the  ministers  withdrew  their 
moral  and  financial  support  from  the  demonstrations,..  The 
list  of  names  was-  to  be  forwarded  to  the  Referral  Commit- 
tee of  the  Building  Trades  which  had  been  established  a 
few  days  earlier.  The  recruitment  centers — which  turned 
out  to  be  three  in  number — were  opened  oxx  August  12,  1963. 

Within  a week  after  Rockefeller's  plan  was  made 
operative.  Mayor  Robert  Wagner  announced,  in  a top  priority 
"directive, " that  the  city  would  open  seventeen  offices  on 
August  19,  1963,  for  the  rfegistration  of  Negro  and  Puerto 
Rican  applicants  for  jobs  in  the  construction  industry. 

The  city's  Department  of  Labor  was  assigned  the  responsi- 
bility for  coordinating  the  effort.  City  residents  who 
signed  up  at  one  of  these  were  sent  to  the  Referral  Com- 
mittee of  the  Building  Trades  for  interviewing.  At  the 

♦♦  * 

same  time,  the  Mayor  announced  the  city's  appointment  of 
Morris  Tarshis — a personal  aid  to  the  Mayor  on  labor 
matters — to  serve  on  the  three-man  appeals  panel  for  those 
who  felt  unjustly  treated  by  the  Referral  Committee. 

There  was  apparently  some  competition  for  politi- 
cal visability  between  the  Governor's  office  and  the  Mayor's 
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office  in  setting  up  these  dual  channeling  bodies.  In 
face,  in  Brooklyn  the  Mayor's  program  set  up  shop  in  the 
same  office  in  the  Bedford  YMCA  Building  in  which  the 
Governor's  program  was  recruiting.  One  of  the  ministers 
for  the  Governor's  group  stated  that  "in  order  to  keep 
peace  we  moved  out  into  the  hall.  1,12  There  was  never  any 
effort  to  coordinate  the  two  drives.  Indicative  of  the 
hasty  preparations  involved,  the  city's  application  forms 
did  not  solicit  the  age  of  the  applicant,  which  is  almost 
always  necessary  for  entry  decisions  into  apprentice 
programs . 

The  Rodgers  Committee 

On  August  9,  1963,  a special  biracial  committee 
was  formed  to  screen  and  interview  Negro  and  Puerto  Rican 
applicants  who  believed  themselves  qualified  for  journey- 
men or  apprentice  status  in  the,  construction  industry. 

Known  as  the  Building  Industry  of  New  York  City  Referral 
Committee  (or  as  the  Rodgers  Committee  after  its  chairman), 
the  six-man  committee  was  appointed  by  Peter  Brennan, 
President  of  the  New  York  City  Building  and  Construction 


lgNew  York  Times,  August  20,  1963,  pp.  1 and  21. 
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Trades  Council,  who  was  an  ex-officio  member  of  the  Com- 
mittee. The  Committee  interviewed  and  screened  applicants 
referred  to  it  by  civil  rights  groups,  the  state  Employment 
Service,  the  two  special  governmental  recruitment  programs 
discussed  above,  or  by  individuals  through  written  appli- 
cation to  a special  post  office  box.  The  interviews  were 
held  at  a downtown  hotel,  rather  than  in  a union  hall,  to 
overcome  any  hesitancy  that  any  applicant  might  have.  The 
members  of  the  committee  served  without  pay  and  the  cost 
of  the  operation  (about  $9,000)  was  paid  entirely  by  the 
Building  Trades  Council.  The  findings  and  results  of  the 
effort  were  released  in  a report  issued  in  December  1963. 13 

To  be  interviewed  by  the  committee,  an  appli- 
cant (1)  must  have  been  either  Negro  or  Puerto  Rican  and 
(2)  must  have  resided  in  the  city  for  at  least  two  years. 
After  he  was  interviewed,  the  applicant  was  either  rejected 
or  referred  to  the* local  union  in  the  trade  applied  for. 
Referral  did,  not  constitute  admission;  rejectees,  on  the 
other  hand,  had  the  option  to  appeal  to  a special  three- 
man  committee  (one  man  appointed  by  the  Governor,  one  by 
the  Mayor,  and  one  by  the  Secretary  of  Labor) . The 

13,,Report  of  the  Building  Industry  of  New  York 
Referral  Committee"  (December  18,  1963). 
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referral  committee  met  twenty-four  times  between  August  9 
and  October  26,  1963. 

A total  of  1,624  Negroes  and  Puerto  Ricans  ex- 
pressed an  interest  in  apprenticeship.  Of  this  number  528 
were  rejected  before  being  interviewed  (129  because  they 
were  nonresidents;  202  because  they  were  either  over  or 
under  age  for  apprentice  programs;  and  197  because  they 
lacked  minimal  education).  Thus,  1,096  were  scheduled  to 
be  interviewed.  Of  this  number  426  (or  39  percent)  did 
not  appear.  The  remaining  670  were  personally  interviewed 
with  the  result  that  573  (or  85  percent)  were  referred  and 
97  were  rejected  for  the  following  reasons:  lack  of  mini- 

mal education  21;  over  and  under  age — 20;  nonresidents — 
6;  not  Negro  or  Puerto  Rican— 50. 14 

The  Rodgers  Committee  also  attempted  to  refer 
journeymen.  A total  or?  494  individuals  applied  to  the 
committee  for  journeymen  positions:  243  were  rejected 

(57  because  they  were  nonresidents;  54  because  they  had 
no  construction  experience;  and  132  because  they  had  no 
journeyman  experience).  Accordingly,  241  were  to  be  in- 
terviewed but  72  did  not  show  up  (or  28  percent).  Of  the 


"4AH  figures  in  this  paragraph  are  taken  from 
ibid. , pp  . 4 and  5 . 
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179  actually  interviewed,  109  (or  61  percent)  were  referred 
and  70  were  rejected.  The  70  rejectees  were  disqualified 
because:  no  Journeyman  experience — 23;  no  construction 

experience — 21;  age — 2;  not  Negro  or  Puerto  Rican — 24. 15 

The  specific  unions  to  which  the  referrals  were 
made  are  shown  in  Table  4-4.  Of  the  682  referred,  the  in- 
formation provided  on  actual  placement  is  somewhat  sketchy. 
A total  of  111  referrals  wa.s  accounted  for  in  the  report 
and  action  was  still  pending  on  many  applications  at  the 
time  of  issuance  of  the  final  report.  In  aggregate  terms, 
81  of  the  111  were  accepted;  28  (or  25  percent)  failed  to 
appear  at  the  union  halls;  and  only  two  were  rejected  who 
actually  applied  to  the  unions.  It  is  clear,  however, 
from  a review  of  Table  4-5  that  many  of  those  whom  the 
unions  had  accepted  decided  not  to  avail  themselves  of  the 
opportunity  once  it  was  offered  to  them.  Such  is  clearly 
the  case  with  the  carpenters  experience.  Accordingly, 
actual  placements  were  far  fewer  than  the  number  of 
referrals . 

In  passing  it  should  be  noted  that  IBEW  Local  3 
did  not  take  any  of  the  referrals  since  their  class  was 


15 Ibid . , pp..  4 and  6. 
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TABLE  4-4 

REFERRALS  MADE  BY  THE  RODGERS  COMMITTEE 
TO  SPECIFIC  BUILDING  TRADES,  1963 


TRADE 

APPRENTICES 

JOURNEYMEN 

TOTALS 

Boilermakers 

3 

Bricklayers 

110 

4 

114 

Carpenters 

135 

13 

148 

Cement  Masons 

12 

10 

22 

Electricians 

139 

23 

162 

Elevator  Constructors 

10 

10 

Operating  Engineers  #15 

16 

3 

19 

Operating  Engineers  #30 

2 

2 

Operating  Engineers  #94 

1 

1 

Glaziers 

4 

4 

Ironworker  s #40 

14 

2 

16 

Ironworkers  #580 

6 

6 

Lathers  #46 

4 

2 

6 

LatherB  #308 

1 

Pa  inters 

39 

19 

58 

Plasterers 

4 

8 

12 

Plumbers  1 

14 

7 

21 

Plumbers  2 

5 

9 

14 

Roofers 

14 

1 

•L«  •* 

15 

Sheet  Metal  Workers 

28 

3 

A*  W 

31 

Steamf itters 

8 

1 

9 

Stone  Setters 

1 

i 

Tile  Layers 

4 

2 

6 

Waterproofers  (Roofers) 

1 

1 

Totals 

573 

109 

682 

Source:  "Report  of  the  Building  Industry  of  New  York 

Referral  Committee,"  December  18,  1963,  p.  7A. 
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'TABLE  ^-5 

SPECIFIC  PLACEMENTS  OF  INITIAL  REFERRALS 
BY  THE  RODGERS  COMMITTEE 


Cement  Masons 
Elevator  Constructors 
Operating  Engineers  #15 

Operating  Engineers  #30 

Glaziers 

Lathers  #46 

Painters 

Carpenters 

of  the  36  referred  to 
the  Locals: 

Operating  Engineers  #94 

Structural  Steel  and  Bridge  Painters  #806 
Painters  #1456 


9 accepted  (no -breakdown  between 
apprentice  and  journeymen) 

9 accepted  (no  breakdown  between 
apprentice  and  Journeymen) 

4 apprentices  accepted  (lO  more 

placed  on  list  for  consideration 
for  next  class) 

3 journeymen  accepted 

1-  apprentice  accepted 

4 apprentices  accepted 

4 apprentices  accepted 

18  apprentices  accepted 

3 journeymen  accepted  (4  others 
accepted  but  they  declined) 

3 Journeymen  accepted 
43  apprentices  accepted 

(a)  5 did  not  show  up  to  the 

District  Council  to  be 
interviewed 

(b)  2 declined  membership 

(c)  36  were  referred  to  locals 
43  (Subtotal) 


a)  22  failed  to  report  to  the  local 

b)  7 reported  but  failed  to 
return  for  initiation  and 
placement 

(c)  1 reported  but  declined 

membership 

(d)  __6  reported  and  were  employed 
36  (Subtotal) 

1 apprentice  selected 

7 Journeymen  accepted 

1 apprentice  accepted 

2 acceptances  (no  breakdown  between 

Journeymen  and  apprentices) 


SOURCE:  "Report  of  Building  Industry  of  New  York  Referral  Committee,"  -fill 

(December  18,  1963),  pp.  15-18. 
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full  (details  to  be  discussed!  below);  Sheet  Metal  Workers 
Local  28  informed  the  committee  that  it  would  postpone 
action  on  any  referrals  until  after  the  outcome  of  a pend- 
ing legal  suit  on  a charge  of  discrimination  (also  dis- 
cussed below);  and  the  bricklayers  district  council  re- 
ported that  due  to  high  unemployment  in  the  trade  it  would 
take  no  action  on  referrals  until  employment  conditions 
improved. 

As  indicated  above,  1,624  originally  applied 
to  be  interviewed  for  apprentice  positions  and  494  applied 
for  journeymen  positions  in  the  building  trades.  The  work 

of  the  Rodgers  Committee,  however,  was  delayed  by  the  fact 

$ 

that  j had  to  process  an  additional  1,003  applications  of 
individuals  who  were  either  not  Negroes  or  Puerto  Ricans,16 
who  were  applying  for  apprenticeship  positions  in  occupa- 
tions outside  of  the  building  trades,  or  who  were  simply 
looking  for  jobs. 

The  Rodgers  Committee  drew  two  important  conclu- 
sions from  its  efforts.  First,  massive  campaigns  to  re- 
cruit applicants  can  be  a fruitless  undertaking:  498  (or 

16Interest ingly , the  rejection  of  white  appli- 
cants led  to  four  separate  discrimination  charges  againBt 
the  Committee  with  the  city  and  state  human  relations 
committee . 
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25  percent ) of  the  applicants  for  apprentice  and  journey- 
men positions  did  not  show  up  for  the  referral  interview17 
and  many  others  failed  to  apply  once  referred.  Secondly, 
the  committee  came  to  the  following  critical  conclusion 
on  the  preparation  of  the  youths  who  appeared  before  it: 


One  of  the  greatest  eye  openers  to  this  Commit- , 
tee  was  the  apparent  abandoning  of  many  youths  in  our 
school  system.  Most  of  the  Committee  was  shocked 
that  boys  who  were  graduates  of  our  vocational  high 
schools  or  who  ha d at  least  two  years  in  these  schools 
could  not  spell  such  words  as  'brick,  ' 'carpenter,  ' 
'building,  ’ etc.,  or  could  not  add  inches  and  feet. 

• . . It  is  quite  apparent  that  they  are  the  products 

of  a social  system  that  pushed  them  through  the  earlier 
grades  of  school  without  insuring  that  they  had  the 
basic:  tools  necessary  for  a minimal  academic  educa- 
tion. They  were  shunted  to  the  dumping  ground  of  the 
} 'vocational  school.' 

We  call  attention  to  this  problem  because  the 
apprentice  In  any  trade  must  come  equipped  with  these 
tools . It  has  been  the  experience  of  many  who  direct 
apprentice  programs  that  the  apprentice  with  a firm 
academic  schooling  fares  better  than  the  vocational 
trained  apprentice.*  We  see  a very  good  lesson  for 
those  who  are  interested  in  minority  group b entering 
the  skilled  crafts.10 


i-  ' ■ — • — ■ — 1 — »”■»  " " ■■ " 1 

I 

17These  figures  do  not  include  those  who  could  * 
; not  be  interviewed  at  prescribed  times.  All  of  those  who 

j*  notified  the  Committee  of  time  conflicts  had  new  appoint— 

| ments  made  at  convenient  times.  Two  applicants  of  this 

broad  recruitment  effort  stated  "that  they  were  recruited 
in  the  park  [and]  did  not  know  what  it  was  all  about  and 
had  no  desire  for  any  training,"  ibid. , p.  12. 

1RIbid . , 


pp . 12-13. 
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Summing  up  its  work,  the  Committee  stated  that: 

We  had  been  led  to  believe  that  there  were 
thousands  whj  couldn't  gain  admittance  into  the 
building  trades  unions.  As  a committee  we  felt 
that  the  numbers  who  came  forward  were  small  and 
those  qualified  were  even  smaller  in  number.18 

In  April,  1964,  the  Appellate  Division  of  the 
State  Supreme  Court  reversed  a lower  court  ruling  and  dis- 
missed unanimously  an  NAACP  suit  to  halt  $10  million  in 
state  and  city  construction  work.  Ten  construction  unions 
in  Nev  York  City  whose  practices  the  NAACP  believed  to  be 
discriminatory  were  the  indirect  targets  of  the  action. 
However,  the  court  warned  that  the  racial  exclusionary 
policies  of  some  of  these  unions  "are  of  so  long  duration 
and  so  widely  known  that  courts  might,  if  they  so  elected, 
take  judicial  notice  of  the  fact."20 

During  1965,  the  apprenticeship  issue  temporarily 
receded  in  New  York— as  it  did  in  Cleveland— due  to  the 
fact  that  municipal  elections  were  to  be  held  in  both 
cities  in  November.  No  party  wished  to  play  into  the 
hands  of  the  other  nor  to  offend  any  major  power  group. 

19 New  York  Times.  December  19,  1963. 

pQ 

New  York  Times.  April  22,  1964. 
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In  New  York,  the  Republicans  captured  the  Mayor’s  office 
and  restaffed  the  City  Commission  on  Human  RightB.  The 
issue  of  minority  participation  in  apprenticeship  programs- 
having been  in  the  spotlight  so  often  in  the  paBt  few 
years— was  involved  in  the  campaign.  In  1966,  the  CCHR 
announced  its  intention  to  investigate  the  issue  thoroughly 
William  H.  Booth,  formerly  an  official  of  the  NAACP  and 
the  new  director  of  the  CCHR,  announced  that  public  hear- 
ings would  be  conducted  and  a report  would  be  issued.  But 
after  an  initial  uproar  anfl  a near  confrontation,  it  was 
decided  that  for  the  time  being  attention  would  be  focused 
primarily  on  Plumbers  Local  #2  which  (as  reported  by  BAT) 
was  the  only  construction  apprentice  program  of  the  106  in 
the  city  not  in  compliance  with  the  state’s  apprenticeship 
standards.  The  only  other  apprentice  programs  investigated 
during  the  hearings  were  Plumbers  Local  1 and  Steamfitters 
Local  638.  The  CCHR  also  decided  to  give  more  concern  to 
the  issue  of  placement  of  qualified  minority  journeymen  on 
jobs  and  watch  developments  in  the  apprentice  area  for  a 
while.  It  is  reported,  however,  that  one  outgrowth  of 
this  latest  near  showdown  between  the  City  and  the  unions 
has  been  an  agreement  that  all  unions  will  give  open  tests 
for  apprenticeship  classes.  The  use  of  tests  would  include 
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the  IBEW  Local  3 which  has  admitted  the  most  Negroes-all 
of  them  without  being  given  a formal  written  test. 

IBEW  Local  3 

IBEW  Local  3'S  experiences  with  Negro  apprentice! 
have  been  without  parallel  in  the  electrical  industry.  Witl 
over  34,000  members,  Local  3 is  among  the  largest  single 
local  m the  construction  trades.  The  union  has  two  broad 
categories  of  members:  "A " Division  which  does  the  con- 

struction work  and  -'BA-  Division  which  does  manufacturing 
work.  About  30  percent  of  the  membership  are  in  "A"  Divi- 
sion and  70  percent  are  in  "BA"  Division.  Prior  to  1962, 
almost  all  minority  members  were  in  "BA"  Division— mostly 
holding  semiskilled  and  unskilled  Jobs.  Minority  repre- 
sentatives in  1961  total  1, 500  Negroes  and  3,000  Puerto 
Ricane — or  4,500  in  all. 

Traditionally,  eligibility  for  apprenticeship 
In  the  New  York  electrical  industry  was  based  upon  a 
father-son  relationship.  In  the  early  sixties,  however, 
Harry  Van  Arsdale— Local  3-s  business  representative- 
sought  to  broaden  the  opportunity  base  for  admission 
by  also  making  sons  of  its  "BA " members  eligible  for 
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apprentice  positions  in  the  "A”  Division*  In  + hls  way, 

the  sons  of  the  4,500  minority  members  were  also  made 
eligible. 

In  1961,  when  the  local  had  900  apprentices, 
Edward  Mays  became  the  first  Negro  to  graduate  from  the 
industry’s  five-year  apprentice  training  program. 

However,  Local  3’s  past  apprentice  recruitment 
pattern  underwent  a drastic  reversal  during  1362.  As  an 
outgrowth  of  contract  negotiations  in  which  the  25  hour 
week  was  established.  Van  Arsdale  announced  that  his  union 
would  increase  sharply  the  number  of  apprentices  selected 
for  the  next  class  and  that  every  effort  would  be  made  to 
assure  substantial  minority  participation. 

In  complying  with  the  terms  of  the  contract. 
Local  3 sent  out  2,000  letters  on  April  3,  1962,  request- 
ing the  submission  of  applications.  Civil  rights  groups, 
employers,  vocational  high  schools,  and  other  unions  in 
the  city  were  all  notified.  The  Urban  League  responded 
with  51  names  and  the  NAACP  with  57.  A total  of  1,600 
completed  applications  vas  received.  To  review  the  ap- 
plications, a special  three-man  screening  committee  was 
established  consisting  of:  Dr.  Harry  J.  Carman,  Dean 

Emeritus  of  Columbia  College;  Robert  McCormick,  Director 
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of  Apprentice  Training  of  the  Joint  Industry  Board;  and 
Edward  Mays,  Assistant  to  McCormick  and,  as  mentioned 
above,  the  first  Negro  ever  to  graduate  from  the  appren- 
tice program  and  receive  an  "A"  journeyman's  card.  The 
qualifications  established  by  the  committee  were:  a high 

school  diploma;  an  aspiration  to  go  to  college;  and  be 
between  18  and  21  years  of  age.  There  wsb  no  written  test 
given  to  any  applicant.  In  fact,  no  written  tests  had 
ever  been  given  for  admission  into  the  local's  apprentice- 
ship classes  before  the  1966>  changes  mentioned  above. 

The  class  selected  in  1962  totaled  1,020  new 
first  year  apprentices  (more  than  the  total  number  in  the 
entire  five-year  program  at  that  time).  Of  this  number, 

240  were  Negroes  and  60  were  Puerto  Ricans.21  The  300 
minority  apprentices  were  placed  in  the  regular  appren-  • 
ticeship  training  class  which  would  lead  to  full  journeymen 


21The  figures  showing  the  number  of  Negroes  ad- 
mitted in  1962  were  supplied  by  officials  of  the  WDL,  the 
Building  and  Construction  Trades  Council,  and  other  inter- 
views in  the  city.  This  figure  is  higher  than  those  re- 
ported in  "The  Report  of  the  New  York  Advisory  Committee 
to  the  United  States  Commission  on  Civil  Rights, " Repro- 
du c e d in  The  Role  of  Apprenticeship  in  Manpower  Develop- 
ment: United  States  and  Western  Europe,  Committee  on  L«bor 

and  Public  Welfare  (88th  Cong.  2d  Sess.,  Washington,  D.C.) 
pp . 1253-54.  That  report  showed  only  140  Negroes  were 
admitted.  A1 1 other  sources  interviewed  have  reported 
240  Negroes  were  admitted. 
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status  with  class  "A"  membership.  The  significance  of 
this  event  cannot  be  stated  in  strong  enough  terms;  its 
importance  can  be  gauged  by  the  fact  that  the  U.S.  Census 
of  1960  reported  only  79  Negro  electrical  apprentices  in 
the  entire  nation. 

Our  attempts  to  find  details  on  the  progress  of 
the  class  have  not  been  particularly  successful.  But  the 
limited  information  available  shows  that  about  20  percent 
of  the  minority  members  dropped  out  by  January  1966,  which 
is  above  the  IBEW's  national  average  of  about  5 percent 
dropouts.22  Of  the  1,020  admitted  in  1962,  100  had  dropped 

out  by  the  end  of  1965 — about  50  of  whom  were  reported  to 
be  Negroes. 

On  January  14,  1966,  almost  200  apprentices  be- 
came journeymen.  Of  this  number  seven  were  reported  to  be 

Negroes.  The  large  class  of  1962  is  scheduled  to  graduate 
in  1967. 

The  Workers  Defense  League,  which  has  devoted 
considerable  attention  to  efforts  to  increase  nonwhite 
participation  in  apprentice  programs,  reports  that  it  has 
had  excellent  cooperation  with  the  union  in  general  and 


22 


Field  Interviews  with  IBEW  Local  3 Officials. 


with  Van  Arsdale  in  particular.  During  1965,  in  fact, 
the  League  reports  that  the  local  accepted  35  minority 
applicants  recruited  by  the  WDL. 23  All  were  admitted 
without  being  required  to  take  a written  examination.  One 
of  the  35  has  subsequently  been  elected  vice-president  of 
his  apprenticeship  class.  In  addition  to  these  35  regis- 
tered apprentices,  the  WDL  has  been  able  to  place  15  Negro 
college  student s in  the  local  as  third  year  app rentices 
at  $3.50  an  hour.  They  are  able  to  return  each  summer  as 
fill-ins  for  vacationing  journeymen.  Moreover,  Van  Arsdal 
has  personally  intervened  with  other  unions  (specifically 
the  Machinists  District  Council  15,  the  Utility  Workers, 
the  Communication  Workers,  and  the  Painters  District  Coun- 
cil) on  behalf  of  WDL  programs. 

Negroes  within  the, IBEW  formed  a special  club 
in  1958,  known  as  the  Lewis  Howard  Lattiraer24  Progressive 
Association,  which  serves  as  an  ethnic-fraternal- civil 
rights  group.  Its  specific  objectives  are: 

1.  to  encourage  Negroes  to  become  instructors  at  the 
apprenticeship  school  (there  is  only  one  Negro 
instructor  currently  on  the  staff) 


23 


Field  interviews  with  WDL  Officials. 


24Latt imer  was  a Negro  electrical  engineer  who 
worked  with  Thomas  Edison  and  Alexander  Graham  Bell. 
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2.  to  encourage  Negro  apprentices  to  help  each 
other  to  stay  in  the  program 

3.  to  encourage  other  Negro  youths  to  enter  the  pro- 
gram 

4‘  T°  CO"tri^  money  to  civil  rights  groups  for  ' 
worthwhile  projects.  1‘ 

It  is  estimated  that  there  are  about  200  members  in  the  l 
presumably  all  Negro  Local  3 members. 


Sheep  Metal  Workers  Lnoai 


28 


In  March  1964,  the  State  Commission  for  Human 
Rights  ( NYSCHR,  formerly  the  State  Commission  Against  Dis- 
crimination) ruled  that  Sheet  Metal  Workers  Local  28  had 
systematically  barred  Negroes  throughout  its  76  year  his- 
tory. Although  the  NYSCHR ' s action  was  based  on  a verified 
complaint  of  dames  Ballard  (a  Negro  apprentice  applicant) 
filed  by  the  State  Attorney  General  with  the  State  Commis- 

1962,  the  decision  was  seen  as  revolutionary 
that  it  was  based  upon  the  existence  of  a historical 

Pattern  of  exclusion  rather  than  relying  entirely  on  a ; 
specific  complaint.  ' 

The  union  appealed  the  NYSCHR  decision  that  it  l 
was  guilty  of  discrimination  and  on  review  the  Supreme 
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Court  of  New  York  County  upheld  the  Commission’s  findings 
in  toto.25  The  Court  outlawed  as  "illegal  and  unconstitu- 
tional" the  union’s  customary  father-son  preference.  The 
Court  also  agreed  with  the  CommivSsioners  ’ proposal  that 
affirmative  relief  be  taken  by  the  union  to  open  up  its 
membership  ranks  to  all  qualified  applicants.  Shortly 
afterward  the  Court  accepted  a plan  drawn  up  by  the  in- 
dustry concerning  the  selection  methods  for  the  next  class 
of  apprentices.  It  was  agreed  that  65  apprentices  were 
to  be  admitted  into  a class  to  be  formed  not  later  than 
March  15,  1965.  As  a further  stipulation,  the  Court  stated 


of  1965,  however,  the  union  announced  that  it  would  not 
form  its  customary  fall  class  of  65  apprentices.  The 
union,  however,  later  agreed  to  form  a new  class  but 
balked  over  being  told  how  large  it  was  to  be.  Hence, 
the  lower  Court  on  October  30,  1965,  issued  a second  order 
directing  that  a class  of  65  be  formed  on  or  before  Octo- 
ber 30,  1965.  Both  the  employers  and  the  unions  appealed 
this  order  claiming  that  it  represented  judicial  inter- 
ference. Class  size,  they  contended,  had  nothing  to  do 


that  it  expected  that  new  classes  would  be  formed  there- 


after on  a regular  basis*  After  forming  the  Spring  class 


25252  NYS  2d  649. 
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with  the  discriminatory  practices  condemned  in  the  origi- 
nal ruling.  On  December  10,  1965,  the  New  York  Supreme 
Court,  Appellate  Division,  affirmed  the  lower  Court  ruling 
that  a second  class  be  formed  in  1965  and  that  it  consist 
of  65  apprentices.  As  will  be  discussed  shortly,  this 
class  ultimately  had  11  Negroes  in  it.  The  Court's  deci- 
sion included  the  following  important  comment: 


There  is  a distinction  between  compelling  inte- 
gration and  the  termination  of  discrimination.  A 
party  has  the  right  not  be  excluded  from  the  union 
because  of  race,  creed,  or  religious  persuasion. 

Quite  different  would  be  the  assertation  of  a right 

non  existent  under  the  Law  Against  Discrimination — 
to  have  the  union  take  affirmative  steps  looking 
toward  integration.26 


The  Court  clearly  distinguishes  between  "integration"  and 
"discrimination" — a distinction  that  has  important  impli- 
cations for  the  legality  of  so-called  affirmative  action 

proposals  to  correct  past  discriminatory  practices  or 
patterns . 

With  respect  to  the  successful  WDL  Negro  re- 
cruitees  for  the  sheet  metal  program,  our  interviews  with 
union  and  employer  apprenticeship  officials  have  had 


26Daily  Labor  Report  #236,  December  8,  1965, 
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somewhat  polar  evaluations.  One  union  official  caustically 
concluded  that  "some  of  the  group  don't  pay  fees  on  time, 
come  late  to  the  job  and  school,  and  miss  school;  some  are 
O.K."  On  the  other  hand,  the  President  of  a large  sheet* 
metal  company  with  over  400  employees  stated: 


This  [WDL]  experiment  brought  about  substantial 
improvement  in  the  quality  of  applicants  in  general, 
including  whites.  If  the  WDL  operation  continues, 
there  may  well  be  both  an  influx  of  Negroes  along 
with  a raising  of  the  quality  of  apprentices. 


In  passing  it  is  useful  to  add  the  comments  of  this  same 
employer  spokesman  concerning  the  oral  interview  part  of 
the  admission  procedure: 

o 

The  personal  interview  section  of  the  applica- 
tion process  was  not  professional  enough;  it  was  too 
subjective.  Monkey-business  could  take  place  here. 

Trained  professionals  should  be  in  the  picture.  This 
was  a burden  to  the  JAC  members.  We  gave  almost 
everyoody  the  same  personal  interview  score  because 
we  over-reacted  to  a sensitive  issue. 


Plumbers  Local  2 


In  April  1964,  the  spring  building  season  in 
New  York  was  ushered  in  with  a new  confrontation  that  cen- 
tered upon  minority  participation.  On  April  30,  1964,  all 
the  plumbers  on  a $25  million  city  construction  site,  the 
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Terminal  Market,  in  the  Bronx,  struck  when  three  nonunion 
Puerto  Ricans  and  one  Negro  plumber  reported  to  work.  The 
nonunion  plumbers  had  been  hired  by  a contractor  who  had 
made  an  agreement  with  the  City  Commission  on  Human  Rights 
(CCHR)  to  hire  from  minority  groups.  The  four  men  were 
interviewed  in  late  April  1964  and  told  to  report  to  work 
on  the  30th.  Following  the  union  walkout,  the  four  filed 
charges  with  the  CCHR  alleging  that  they  were  being  dis- 
criminated against  by  Plumbers  Local  2.  Labeling  the 
plumber's  action  a "disgrace  to  unionism,"  the  New  York 
Times  editorialized  that: 


Their  [Local  2]  racial  boycott  is  doubly  shame- 
ful because  they  belong  to  the  local  that  gave  George 
Meany  his  start  toward  the  presidency  of  the  AFL-CIO. 
Mr.  Meany  has  labored  hard  to  translate  into  actuality 
the  pledges  of  racial  equality  contained  in  the  fed- 
eration's constitution.  Peter  T.  Schoemann,  the 
plumbers  international  president  has  repeatedly  told 
all  the  union's  locals  that  their  function  is  to 
organize,  not  to  exclude,  and  that  their  charters  will 
be  revoked  if  units  persist  in  Jim  Crow  policies.27 


On  May  1,  1964,  the  plumbers  again  refused  to 

I 

work,  claiming  that  they  would  not  work  with  nonunion  men. 
The  CCHR  began  proceedings  to  cancel  the  building  contract 
because  of  discriminatory  practices.  It  was  the  first 


27New  York  TimeB,  May  2,  1964. 
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time  that  any  governmental  agency  in  the  state  had  ini- 
tiated such  a step.  As  the  stalemate  entered  its  seventh 
working  day.  President'  Lyndon  Johnson  requested  that  Sec- 
retary of  Labor  Wirtz  investigate  the  matter.  At  the  same 
time,  AFL-CIO  President  Meany  cispatched  two  aides  from  the 
AFL-CIO  Civil  Rights  Department’  to  gather  the  facts  con- 
cerning the  dispute.  On  May  11,  1964,  CORE  started  picket- 
ing in  front  of  Local  2’s  headquarters  and  staged  a sit-in 
inside  the  lobby  of  the  union's  office  building.  Finally, 
on  May  15,  1964,  after  the  walkout  had  lasted  two  weeks, 
an  accord  was  announced  by  Mayor  Wagner,  accompanied  by 
George  Meany.  It  was  agreed  that  the  regular  journeyman’s 
examination  would  be  given  the  four  men,  and,  if  they 
passed,  their  applications  would  be  accepted  so  that  they 
could  go  to  work  immediately.  Although  Meany  criticized 
the  CCHR  for  forcing  the  Company  to  hire  the  four  men  and 
was  quoted  as  saying  on  the  same  day  that  the  action  of 
the  local  “was  completely  justified"  since  it  "is  the 
practice  of  American  labor  to  work  with  union  men,"28  he 
was  nevertheless  instrumental  in  the  settlement. 

Mayor  Wagner  also  sharply  rebuked  the  actions 
°f  the  CCHR  for  its  role  in  the  affair,  claiming  that  the 


gaNew  York  Times,  May  16,  1963,  pp . 1 and  38. 
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dispute  had  gotten  out  of  hand  and  that  the  CCHR  was 

"never  again  to  act  as  an  employment  agency  for  minority 

groups."29  As  of  that  date,  in  fact,  the  CCHR  was  removed 

as  a party  to  the  subsequent  proceedings  by  directive  from 
the  mayor* 

Hopes  for  an  end  to  the  impasse  were  soon  dashed, 
however,  because  the  four  workers  refused  to  take  the  ex- 
amination. The  attorney  for  the  group  said  that  it  was 
illegal  (allegedly  violating  the  Taft-Hartley  ban  on  the 
closed  shop  since  only  the  employer  has  the  right  to  deter- 
mine the  qualifications  of  his  employees),  or  the  union 
to  give  the  test.  On  May  18,  1964,  when  the  four  showed 
up  for  work  they  were  told  they  were  "not  hired"  by  the 
contractor  since  they  refused  to  take  the  test.30  Work 
was  resumed  by  the  other  union  members.  Commenting  cn 
the  developments,  Meany  stated  he  wished  "they  would  take 
it  and  pass  it."31  On  the  evening  of  May  18,  the  three 
nonunion  plumbers  relented  from  their  earlier  position 
and,  in  the  presence  of  the  CCHR  representatives  and  the 


29New 

York 

Time  s , 

May 

23, 

1964. 
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31New 

York 

Times , 

May 
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press,  the  three  men  took  the  Journeymen's  test.  They 
all  failed.  Subsequently,  the  three  filed  charges  with 
the  NLRB  alleging  that  the  union  had  violated  the  Taft- 
Hartley  Act  by  causing  the  employer--through  the  strike-- 
to  discontinue  the  employment  of  the  four  newly  hired 
employees . 

On  June  5,  1965,  the  NLRB  ruled  against  Plumbers 
Local  2 by  holding  that  in  no  instance  may  union  member- 
ship be  a condition  of  employment  prior  to  the  expiration 
of  the  seven  day  grace  period  allowed  by  the  NLRA  (after 
which  time  the  union  may  admit  them  cr  else  they  can  stay 
on  the  job  as  nonunion  employees)  and  that  standards  for 
judging  competency  for  admission  to  the  union  cannot  be 
limited  to  the  passing  of  a particular  union's  test.32 
While  the  decision  did  not  pertain  specif icially  to  racial 
discrimination,  it  was  heralded  by  an  NAACP  spokesman  as 
"a  real  breakthrough  against  the  discriminatory  practices 
of  unionB . 1,33 


3259  Labor  Relations  Reference  Manual,  1234-1238. 
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New  York  Times.  June  6,  1965. 
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In  Hew  York,  printing  is  a major  industry.  In- 
deed, the  industry's  trade  association  claims  that  print- 
ing is  the  second  largest  industry  in  the  city. 

In  appraising  the  degree  of  minority  participa- 
tion, the  1960  SCAD  report  (mentioned  earlier)  stated  that 
"in  the  printing  trades  (with  the  exception  of  the  Print- 
ing Pressman -s  Assistants  Union),  Negroes  either  serve  in 
insignificant  numbers  or  not  at  all. "3“  Printing  appren- 
tices .traditionally  have  been  drawn  from  a class  of  shop 
employees  who  perform  utility  work.35  Prior  to  1964, 
apprentices  were  selected  on  the  basis  of  the  length  of 
time  they  had  been  employed  in  a shop  and  on  the  basis  of 
performance  on  an  examination  conducted  by  the  New  York 
School  of  Printing  (unti..  1961)  and  thereafter  by  the  N.Y. 
State  Employment  Service. 

During  contract  negotiations  in  1962  and  1963, 
the  issue  of  the  supply  of  qualified  apprentices  was 


34, 


tion  op  New  York  State  Commission  Against  Discrimina- 
lilon>  op  * c it . . p,  64. 


Board  on 
Theodore  W 
pp.  2-3. 


+!I,QUi11^ReP°rt  °f  the  J°int  Pointing  industry 
uh  vv?elwi0n  0f  APPrentlces,  " compiled  by 


m / i 7 v ^ Ui  U 

. kneel  (undated  mimeographed  material). 


raised  by  representatives  of  both  Typographers  Local  6 
and  management . The  long  period  that  many  employees  had 
to  work  in  utility  jobs  until  apprentice  openings,  averag- 
ing about  100  a year,  occurred  sometimes  lasted  up  to  eight 
years.  It  was  felt  that  ma*iy  promising  workers  consequently 
became  dissatisfied  and  left  the  industry.  Such  was  espe- 
cially the  case  of  disadvantaged  youths  since  they  more 
frequently  had  to  help  supplement  a low  family  income  and 
were  more  susceptible  to  the  inducement  of  higher-paying 
short-run  job  offers. 

In  1963,  Typographers  Local  6--the  largest  local 
in  the  industry  with  close  to  10,000  membe rs— — reported 
that  it  had  about  42  Negroes  and  Puerto  Ricans  out  of  the 
600  apprentices  in  its  six— year  program.3® 

Local  6»s  1963  collective  bargaining  contract 
amended  the  apprentice  selection  procedure  and  added  a 
nondiscrimination  pledge.  The  parties  sought  to  implement 
this  pledge  by  agreeing  to  give  an  annual  "industrywide " 
written  examination  and  made  the  practice  of  selecting 
apprentices  from  "helpers"  who  had  been  in  the  utility 
pool  for  at  least  six  months,  a formal  requirement  for 
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apprentices.  This  requirement  conforms  with  the  New  York 
apprenticeship  regulations  and  was  thought  to  be  beneficial 
to  minorities  who  were  well  represented  in  the  helper  clas- 
sification. In  the  summer  of  1966,  for  example,  the  pool 
consisted  of  about  1,000  utility  workers  of  whom  about  400 
were  from  minority  groups.  The  WDL  program  placed  five 

Negroes  in  this  pool  in  1966.  In  addition,  "an  appropriate 

/ 

impartial  agency " was  to  conduct  and  grade  the  examination. 
An  appeals  procedure  under  which  cases  were  sent  to  an  out- 
side arbitrator  was  also  included  in  the  plan.  The  1963 
contract  also  provided  that  the  number  of  apprentices  to 
be  selected  would  be  announced  prior  to  the  day  of  the  test 
and  that  the  examination  subjects  to  be  included  would  be 
specified.  The  written  test  covered  reading  comprehension, 
grammar,  spelling,  mathematics,  general  aptitudes,  and 
knowledge  of  the  trade.  All  successful  applicants  would 
be  ranked  in  order. of  their  scores  and  indentured  as  va- 
cancies occurred. 

The  testing  procedure  included  three  stages: 

( 1)  an  aptitude  test  and  an  appraisal  interview  given  by 
the  N . Y . State  Employment  Service;  (2)  a series  of  written 
examinations  over  subjects  and  material  specified  in  the 
contract,  administered  by  the  N.Y.  City  School  of  Printing 
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and  (3)  service  credits  awarded  for  length  of  service. 
The  points  given  at  each  stage  were  as  follows:37 


1. 

Aptitude  Test  and  Interview 

0 

OR 

40 

points 

2. 

E du cational  Skills  ( reading, 
spelling,  grammar) 

0 

OR 

10 

points 

3. 

Arithmetic  ability 

0 

to 

30 

points 

4. 

Trade  knowledge 

0 

to 

20 

points 

• 

100 

points 

In  addition  to  the  100  points  set  forth  in  the  aforemen- 
tioned program,  each  applicant  received  3-l/3  points  (up 

to  a maximum  of  15  points)  for’  each  year  he  had  been  in 

the  union.  u 

\ 

The  aptitude  test  points  were  given  on  an  "all 
or  nothing"  scoring  basis.  Its  purpose  was  to  be  a "hur- 
dle" over  which  all  who  demonstrated  an  ability  to  learn 
could  pass,  but  which  would  virtually  assure  that  all 
those  who  did  not  pass  would  be  disqualified.  If  an  ap- 
plicant performed  poorly  on  the  written  aptitude  tests 
but  showed  greater  potential  during  the  interview  he  could 
be  awarded  the  full  40  points  given  for  the  aptitude  test 
and  would  progress  to  stage  two.  The  written  examination, 

37Ib id . , p.  10. 
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or  spelling,  grammar,  and  reading, "was  a demonstration  of 
a sufficient  level  of  educational  skills  to  profit  from 
apprenticeship."38  The  level  of  proficiency  required  was 
set  at  the  eighth  grade  level.39  The  remainder  of  the 
examination  was  on  arithmetic  and  on  trade  knowledge. 

The  entire  compilation  and  ranking  process  was  done  by 
Professor  Albert  Thompson  of  Teachers  College,  Columbia 
University . 

Prior  to  the  test,  a briefing  meeting  was  held 
to  inform  all  interested  parties  o'f  the  procedures.  At 
that  time,  sample  tests  were  given  out.  According  to  one 
interviewee,  many  minority  people  looked  at  the  examina- 
tion and  became  discouraged  over  their  ability  to  pass  it. 
For  this  reason,  they  failed  to  pursue  the  opportunity 
further.  The  most  awesome  part  of  the  examination,  ac- 
cording to  the  interviewee,  was  the  arithmetic  section. 
Ironically,  the  heavy  weight  given  to  math  over  the  verbal 
skills  section  (30  points  as  opposed  to  10)  was  due  to  the 
expressed  belief  that  math  "is  less  influenced  by  language 
performance"40  and  would  be  less  of  an  obstacle  to  those 
with  poorer  educational  backgrounds. 

38Ibid. , p.  9. 

39Ibid. 

40"The  1966  Testing  Procedure,"  compiled  by 
Theodore  W.  Kheel  (undated  mimeographed  material). 
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The  first  test  under  the  new  procedures  was  ad- 
ministered on  October  31,  1964.  Of  the  1,000  employees 
in  the  pool,  about  350  were  Negroes  and  Puerto  Ricans.  A 
total  of  602  individuals  requested  application  blanks;  of 
this  number  456  were  screened  (of  whom  only  36  were  Negaoe 
and  Puerto  Ricans)  by  the  employment  service  at  the  first 
stage  of  the  admission  procedure;  350  actually  took  the 
written  test  given  at  the  second  stage.  Ultimately,  once 
the  ranking  process  was  complete,  71  persons  appeared  on 
the  eligible  list--two  were  Negroes  and  one  was  a Puerto 
Rican . 

In  assessing  the  outcome  of  the  first  program, 
the  industry  felt  that  the  most  significant  explanation 
for  the  lack  of  successful  minority  applicants  was  that 
so  few  actually  availed  themselves  of  the  opportunity 
(only  36  of  approximately  350  eligible  minority  people 
participated  in  the  first  step  of  the  procedure ) ♦ 

The  second  industrywide  examination  was  given 
in  the  Spring  of  1966.  With  only  minor  exceptions,  the 
testing  procedure  was  identical  to  that  followed  pre- 
viously. About  400  applicants  attended  the  briefing 

41A11  figures  presented  in  this  paragraph  are 
from  "Public  Report  . . . , " op.  cit . , pp . 11-14. 
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session  (of  whom  150  were  estimated  to  he  Negroes),  and 
prior  to  the  test  300  applicants  attended  two  weeks  of 
special  review  classes  sponsored  by  the  union  (about  125 
of  whom  were  estimated  -to  be  Negroes).*2  Approximately 
250  individuals  actually  took  the  examination.  A total 
of  58  applicants  successfully  completed  the  testing  pro- 
cedure and  were  admitted  into  the  program.  Twelve  of  the 
58  were  Negroes. 

Although  our  interviewees  generally  thought  the 
printing  industries  procedure  was  "fair, " one  said  it  was 
either  very  fair  or  the  "greatest  dodge"  yet  devised.  The 
implication  of  his  remark  was  that  the  formulators  of  the 
plan,  which  is  permissible  under  New  York’s  nondiscrimina- 
tion standards  as  an  alternative  to  selection  on  the  basis 
° ^ qualifications  alone,  knew  that  few  Negroes  or  Puerto 
Ricans  would  qualify.  However,  a more  representative 
comment  came  from  another  interviewee i 

• . . it  [the  examination]  is  open  to  everybody. 

If  a guy  doesn’t  want  to  take  the  test,  it  is  abso- 
lutely his  fault  . . . it  is  absolutely  fair. 


42A11  estimates 
by  representatives  of  the 


in  this 
Workers 


sentence  were  supplied 
Defense  League. 
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A££ rent ice  ship  TralrOng 
_Xd forma *b ion  Centre r 


On  September  17,  196?  -f-vw*  -pa  . a 

f c ? the  first  Apprenticeship 

Information  Center  ( ATTfM  in  +V,  . 

er  VAilCj  in  the  nation  was  for- 

-11,  ......  i.  ...  T.«  01.,.  M1, 

““  *h*  ..Ip  c„,.„ 

cussed  in  the  other  survey  cities,  was  established  by  the 
city  itself  and  is  an  organ  of  the  Hew  York  City  Depart- 
ment of  Labor.  The  impetus  for  its  establishment  was  an 

earlier  recommendation  made  hv  „ 

maae  by  the  Mayor's  Committee  on 

citation.  Information  was  made  available  about  54 

apprenticeship  programs  including  many  building  trades 

programs  * Specif  1 i i v •?  i 

y included  were  the  bricklayers, 

carpenters,  electricians,  glaziers,  ironworkers,  plasterer, 
painters.  Plumbers,  roofers,  sheet  metal  workers,  and  steam- 

fitters*  Tn  ^ f c -pj  „ _i 

“ firBt  year  of  operation  at  had  2,952  ap- 

plicants  of  whom  1,172  were  Ne^oes  Tnf  +. 

1,eg*°es*  Information  on  subse- 

luent  years  was  not  available  but  it  seems  that  most 

have  been  to  apprenticeship  programs  outside  of 
the  building  and  printing  trades.  Since  the  center  has 
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1-!L°01!1'?ittee  eetabli shed  to  h 
individuals 

not  satisfa 

and  to  offer  suggested  remedies. 


which^were  nof^Msfa®  £nV°lvi:‘g  AFL-CIO  affiliated 
ana  tn  ...Satl?fa°torily  adjusted  in  a two  week  period 


ear  various  cam- 

unions 
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no  follow-up  procedures,  it  is  impossible  to  assess  its 
success . But  from  the  interviews  conducted  in  the  city 
with  BAT,  civil  rights,  union,  city,  and  state  antidis- 
crimination officials,  the  conclusion  was  unanimous  that 
the  center  has  had  little  if  any  impact  on  Negro  partici- 
pation in  apprenticeship  in  the  building  and  printing 
trades . In  fact,  several  knowledgeable  officials  inquired 
as  to  whether  it  still  existed.  As  for  the  interviews  of 
Negro  apprentices  and  apprentice  applicants,  there  is  no 
indication  of  the  slightest  awareness  of  the  center. 

The  N.Y.  Apprenticeship  Law 

With  the  Sheet  Metal  Workers  Local  28  case  in 
the  headlines  in  early  1964,  the  apprenticeship  issue  was 
rekindled  in  the  state  legislature «.  Acting  on  the  recom- 
mendation of  the  state  Attorney  General,  a measure  was 
introduced  to  make  it  "an  unlawful  discriminatory  practice" 
to  select  persons  for  apprenticeship  programs  on  any  basis 
other  than  their  qualifications."  The  language  of  the  pro- 
posed act  had  been  composed  by  the  State  Civil  Rights 
Bureau.  The  bill  was  brought  before  the  lower  house  from 
the  rules  committee  "in  a surprise  move"  only  a few  days 
before  the  scheduled  adjournment  of  the  session.  Immediately 
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oef ore  the  vote  was  taken  a memorandum  was  circulated  to 

many  legislators  from  Raymond  Corbett,  President  of  the 

State  AFL-CIO,  indicating  his  organization’s  opposition 

to  the  proposal.  The  bill  consequently  was  defeated  by 

ten  votes.  Ostensibly,  the  opposition  was  concerned  with 

the  question  of  how  the  concept  of  apprentice  selection 

"by  objective  criteria  which  permit  review"  would  be  en- 
forced. 

The  State  Federation’s  action  drew  immediate 
protests  from  civil  rights,  government,  and  even  union 
representatives.  Civil  rights  groups  denounced  Corbett's 
stand  and  threatened  to  renew  their  picketing  of  construc- 
tion sites.  The  speaker  of  the  Assembly,  Joseph  F.  Carlino, 
joined  in  the  criticism.  A few  days  later,  Corbett  an- 
nounced that  the  State  AFL-CIO  would  withdraw  its  opposi- 
tion since  "our  reasons  for  objecting  to  this  bill  have 
been  misunderstood."4*  On  March  24,  1964,  shortly  after 
Corbett's  announcement,  the  bill  was  passed  by  a vote  of 
135  to  10  (out  of  150  possible  ballots). 

Although  the  bill  became  law  a few  days  later 
and  was  to  become  effective  on  September  1,  1964,  a one 
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New  York  Times.  March  24,  1964. 
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year  grace  period  was  allowed  for  apprentice  programs  to 
be  brought  Into  compliance.  It  Is  understood  from  our 
field  Interviews  with  State  BAT  officials  in  New  York  as 
of  June,  1966,  that  all  major  programs  in  New  York  City, 
except  that  of  Plumbers  Local  2,  were  in  compliance  with 
the  New  York  apprenticeship  law.  Plumbers  Local  2 had 
not  formed  an  apprentice  class  since  the  state  provisions 
became  effective,  so  there  was  a question  concerning  the 
legality  of  the  noncompliance  status  of  the  union. 

The  New  York  regulations  for  equality  in  appren- 

t 

ticeship  programs  provide  less  latitude  to  the  industry 
than  the  federal  regulations  in  29  CPR  30.*  The  New  York 
regulations  require  the  selection  of  apprentices  "after 
full  and  fair  opportunity  for  application  on  the  basis  of 
qualifications  not  based  upon  race  ...  in  accordance 
with  objective  standards  which  permit  review."  New  York 
did  not  follow  the  federal  example  of  permitting  selec- 
tions which  "demonstrate  results."  Under  the  federal 
regulations,  no  control  is  exercised  over  the  selection 
standards  so  longas  they  are  objectively  administered, 
but  the  New  York  regulations  provide  that:  "No  program 

may  be  or  remain  registered  unless  it  includes  an  accept- 
able selection  procedure  and  acceptable  standards,  for 

# Discussed  in  Chapter  XIII. 


admission.  The  New  York  law  also  specifies  that  to  be 
acceptable,  tests  must  be  reasonable,  meaning  "reasonably- 
related  to  general  intelligence  and/or  job  aptitude  and 
is  developed  and  administered  by  competent  organizations." 
In  addition,  the  New  York  law  requires  apprentice  sponsors 
to  give  applicants  written  statements  of  qualifications 
for  admission  and  specify  in  writing  the  reasons  why  ap- 
plicants are  not  appointed.  Any  applicant  who  is  rejected 
must  be  notified  that  he  may  register  a complaint  with 
the  NYSCHR  "if  he  believes  that  his  failure  to  qualify  on 
the  applicant  list,  or  his  ranking  on  such  list,  or  his 
failure  of  appointment  was  caused  by  discrimination.  . . . 

The  penalties  under  the  New  York  law  are  limited 
to  deregistration.  Program  sponsors  may  have  a hearing 
before  programs  are  deregistered  except  where  the  NYSCHR 
has  found  discrimination.  In  that  case  the  program  may 
be  deregistered  wi  ziout  a hearing. 

The  Workers  Defense  League 

The  nucleus  about  which  almost  all  activity  for 
recruiting,  preparing,  and  referring  Negroes  for  appren- 
ticeship openings  has  revolved  in  the  city  has  been  the 
pioneering  efforts  of  the  Workers  Defense  League  (WDL) . 
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Founded  shortly  before  World  War  II  as  a human  rights 
organization,  the  WDL  moved  into  the  apprenticeship  area 
in  1963  as  a participant  in  the  JCEEO  demonstrations.  After 
the  construction  site  was  closed,  it  became  very  apparent 
to  the  civil  rights  leaders  in  general  and  the  WDL  staff 
in  particular  that  they  had  no  way  to  fill  vacancies  in 
apprenticeship  programs  even  if  they  were  made  accessible. 
As  a result,  WDL  decided  to  concentrate  on  the  apprentice- 
ship problem  as  one  of  its  primary  missions.  At  first  it 
planned  to  do  a case  study  of  the  reversal  experience  of 
IBEW  Local  3.  Instead,  however,  it  decided  to  assume  the 
more  ambitious  task  of  recruitment.  But  in  order  to  ac- 

! 

complish  this  objective,  it  was  first  necessary  for  the 
League  to  determine  the  union's  admission  standards.  In- 
formation was  not  available  from  most  of  the  unions,  the 
state  apprenticeship  offices,  or  the  ATIC  (which  appar- 
ently had  more  information  on  where  and  when  to  apply  than 
on  the  actual  standards  for  admission). 

Thus,  the  WDL  decided  to  begin  its  work  by  gath- 
ering and  publishing  a guide  to  the  entry  requirements  of 
New  York  apprentice  programs.  After  months  of  fruitless 
efforts  to  uncover  these  standards,  the  League  found  a man 
in  the  New  York  State  Employment  Service  who  had  such  a 

( ) 
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listing  in  his  files.  Once  secured,  the  data  was  pub- 
lished and  widely  distributed  by  the  WDL  in  a booklet 
entitled  Apprenticeship^ raining  in  New  York,  Openings 
— -1-9-6-5- - The  booklet  listed  3,000  openings  for  appren- 
tices and  told  exactly  where  and  how  to  apply  and— most 
importantly  what  qualifications  were  prerequisites  for 
application.  Since  many  Negroes  from  the  ghettos  know 
what  a carpenter  is  but  have  no  idea  what  a she'et  metal 
worker  does  and  therefore  would  never  apply  to  one  of 
these  unknown  trades,  each  trade  was  carefully  explained 
so  that  the  reader  would  know  exactly  what  the  trade  did. 

The  handbook  also  sought  to  entice  presently  qualified 
minority  people  to  apply  for  apprentice  openings  and  to 
encourage  potential  applicants  to  acquire  the  necessary 
qualifications . 

Early  in  1964,  the  WDL  received  grants  from  the 
Taconic  Foundation  to  undertake  more  extensive  operations. 

In  May  1964,  Ray  Murphy,  a New  Jersey  employment  specialist 
with  a Master’s  degree  in  psychology,  became  director  of 
the  WDL's  Apprentice  Program.  He  was  joined  by  Ernest 
Green  as  his  assistant.  Full-scale  operations  commenced 
on  June  1,  1964,  with  the  opening  of  a special  office  in 
the  Bedford-Stuyvesant  section  of  Brooklyn,  which  is 
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convenient  to  the  heart  of  New  York’s  minority  community. 
After  serving  as  a volunteer  for  several  months,  Dennis 
Derryck  joined  the  staff  in  June  1966  to  take  charge  of 
the  tutoring  program. 

Recruitment  efforts  and  the  dissemination  of  in- 
formation have  been  the  cornerstone  of  the  WDL’s  efforts. 

A group  of  Brooklyn  ministers  had  promised  the  WDL  a list 
of  600  applicants  for  apprenticeship  gathered  in  conjunc- 
tion with  the  construction  site  demonstrations  of  the  pre- | 
ceding  year,  but  the  ministers  never  made  the  list  avail- 
able despite  continual  efforts  to  secure  it.  It  was  there- 
fore necessary  for  the  Apprentice  Program  to  begin  its 
work  from  scratch.  Contact  was  established  with  other 
youth  employment  organir;at ions  in  the  city  who  were  re- 
quested to  refer  all  young  people  eligible  and  interested 
to  WDL;  information  channels  were  established  with  various 
community  organizations  (such  as  churches,  fraternal,  and 
civil  rights  groups)  through  mailings  and  direct  talks  to 
meetings;  membership  was  established  with  the  Central 
Brooklyn  Coordinating  Council  in  order  to  coordinate  WDL’s 
work  with  the  broader  antipoverty  program  for  the  area; 
and.  liaison  was  begun  with  the  school  system,  and  with  local 
school  officials  and  counselors.  WDL  staff1  members  made 
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P eches  to  the  students  and  conducted  apprenticeship 
conferences  at  local  schools. 

In  its  initial  efforts  to  collect  a list  of 
available  applicants,  the  WDL  staff  gathered  a list  of  700 
names  from  vocational  schools  in  the  area.  Since  many  of 
the  300  applicants  who  actually  presented  themselves  to 
the  WDL  for  testing  and  screening  were  not  qualified,  the' 
WDL  found  itself  in  the  awkward  position  of  being  forced 
to  tell  many  of  the  minority  group  respondents  it  had  re- 


cruited that  they  were  not  eligible  to  enter  an  appren- 

ti-*.  •••  program.  Such  blanket  efforts,  therefore,  have 

been  replaced  by  new  approaches  which  emphasized  more 
selective  recruitment. 


In  addition  to  locating  minority  applicants,  an 
important  explanation  for  the  success  of  the  WDL's  work 
has  been  ir,s  ability  to  win  the  confidence  of  many  union 
officials  in  the  community.  Initially,  SOme  local  union 
officials  thought  that  the  League  was  "some  communist 
group,  but  their  fears  were  quickly  dissipated,  because 
the  League,  unlike  some  other  groups,  was  obviously  wore 
interested  in  getting-  Negroes  and  Puerto  Ricans  into  ap- 
prentice programs  than  in  embarassing  the  unions.  From 
the  inception  of  its  apprentice  program,  WDL  has  sought 
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and  has  received  consultative  advice  from  local  and  na- 
tional AFL-CIO  civil  rights  staffs.  Moreover,  local  union 
officials  were  contacted  and  informed  of  the  League's  ob- 
jectives and  methods.  Its  efforts  are  designed  explicitly 
to  avoid  direct  and  dramatic  public  confrontations  with 
the  unions.  In  fact,  the  WDL  reports  that  "the  emphasis 
of  the  apprenticeship  program  has  always  been  on  placement 
of  applicants  ( rather  than  on  'cases,  ' or  education,  pub- 
licity, or  on  pressure)."45 

As  a result,  the  WDL  has  by  unwritten  consent 
become  the  chief  referral  channel  through  which  virtually 
all  minority  applicants  must  pass  if  they  seek  entry  into 
an  apprenticeship  program  in  the  city.  Indicative  cf  this 
accord  is  the  fact  that  most  of  the  major  unions,  which 
are  under  no  legal  compulsion  to  do  so,  now  notify  the  WDL 
in  advance  of  the  dates  in  which  entrance  tests  are  to  be 
given  30  that  minority  applicants  can  be  assured  of  an 
opportunity  to  apply.  It  is  apparent  from  our  interviews 
with  various  union  officials  that  the  WDL  representatives 
have  worked  hard  to  develop  this  rapport  and  hope  to 

45 "Report  of  the  Committee  on  Minority  Employ- 
ment Rights:  Report  of  the  Apprenticeship  Program," 

Workers  Defense  League  (undated,  mimeograp^  :.d  material), 
p . 4 . 


strengthen  it  in  the  future.  Evidence  of  a feeling  of 

#•  * 

relative  achievement  can  be  found  in  a 1966  report  of  the 
WDL  activities  for  the  preceding  year.  The  report  stated 
"It  is  our  impression  that  some  trade  unionists  who  now 
realize  that  their  unions  must  be  integrated  are  relieved 
to  discover  a responsible  and  reliable  source  with  which 
to  work. 

Unlike  most  of  the  recruiting  efforts  conducted 
by’  Human  Relations  Boards  or  civil  rights  groups  in  other 
cities,  the  task  of  the  WDL  does  not  simply  end  with  the 
provision  of  people  to  union  examination  sessions.  The 
WDL  goes  much  further.  Once  notice  of  a forthcoming  ex- 
amination is  received,  a group  of  applicants  is  picked 
for  special  prep  classes.  The  selected  group--who  are 
ideally  "above  average  high  school  graduates  . . . who 

can  most  easily  obtain  other  work,  or  who  think  of  higher 
education  as  an  alternative "47--have  all  been  interviewed 
and  given  a thirty  minute  aptitude  test  (the  Otis  Quick 
Scoring  Test  of  Mental  Ability--Gamma  C)  by  the  WDL  staff 

46Report  to  the  Taconic  Foundation  from  the 
Workers  Defense  League  for  the  period  June  1965  through 
December  1965,  dated  January  4,  1966,  p.  3. 

47 


Ibid. 
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The  WDL  defends  its  practice  of  concentrating — but  not 
relying  solely--on  the  cream  of  the  crop  of  minority  people 
because  of  its  experience  with  the  "time-lag  problem"  that 
has  frequently  been  the  pitfall  of  similar  efforts  in  other 
cities.  Namely,  there  is  frequently  a long  waiting  period 
between  the  time  when  an  applicant  initially  expresses  an 
interest  in  apprenticeship  and  the  time  when  a class  is 
officially  formed.  The  WDL 1 s experience  (which  agrees 
with  the  findings  of  our  study  in  the  other  nine  cities), 
is  that  "persistence — and  without  any  assurance  of  eventual 
success — is  rare  among  applicants."48  With  the  advent  of 
its  full-scale  tutoring  program  however,  the  WDL  reports 
that  it  has  been  able  to  lower  its  initial  acceptance 
criteria.  An  enlarged  staff  and  better  instructional 
materials  have  enabled  the  WDL  to  broaden  its  tutorial 
program  and  to  be  able  to  adjust  to  individual  needs  and 
abilities . 

In  addition  to  tutoring,  the  WDL  provides  a host 
of  other  vital  services  to  its  applicants  which  has  added 
significantly  to  its  successful  placement  experiences. 
Medical  examinations  are  given  without  charge  to  the 


48Ibid.,  p.  3. 
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applicants  through  an  arrangement  made  with  the  Medical 
Committee  for  Human  Rights:  loans  are  provided  to  needy  ap- 
plicants to  pay  application  fees,  initiation  dues,  and 
tools;  donations  are  given  to  those  who  need  financial 
assistance  to  pay  for  notary  fees,  photostat  records  of 
transcripts,  transportation  costs  (to  union  halls,  job 
sites,  or  to  employer's  offices);  applications  are  pro- 
cessed for  applicants  which  include  such  services  as  send- 
ing the  materials  by  certified  mail,  writing  to  high 
schools  for  transcripts;  or  personal  assistance  in  com- 
pleting application  forms  (the  Sheet  Metal  Workers  appli- 
cation form,  for  example,  was  nine  pages  in  length); 
appeal  cases  are  prepared  by  the  WDL  before  union  appeal 
boards  and,  if  necessary,  before  public  antidiscrimina- 
tion authorities;  and  temporary  jobs  are  found  for  needy 
applicants  who  must  await  the  often  lengthy  union  screen- 
ing process  (in  this  regard,  many  of  these  jobs  have  been 
secured  through  special  arrangements  made  between  the  WDL 
and  the  New  York  Employment  Service  and  with  other  unions  such 
as  the  International  Ladies  Garment  Workers  Local  99,  the 
Hospital  Workers  Union  Local  1199,  and  the  Drug  and  Retail 
Clerks  Union,  District  65) . 

A review  of  some  of  the  WDL's  specific  experi- 
ences would  be  useful.  As  noted  previously,  when  early  in 
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1965,  Sheet  Metal  Workers  Local  28  was  ordered  by  the 
State  Supreme  Court  to  give  its  first  entrance  examination, 
there  were  340  applicants  for  65  positions  (50  of  whom  were 
T-agroes  and  Puerto  Ricans).  The  WDL  had  recruited  28  of 
the  Negro  applicants.  Dr.  Kenneth  Clark,  director  of  the 
City  College  of  New  York  Social  Dynamics  Institute,  began 
a tutoring  class  on  vocabulary  and  algebraic  equations . 

The  examination  was  given  by  the  New  York  University  Test- 
ing and  Advisement  Center  on  February  13,  1965.  Scott 

Green,  the  brother  of  WDL’s  assistant  director  and  one  of 
the  Negroes  recruited  by  WDL,  placed  68th  which  was  the 
highest  of  all  of  the  Negroes  tested  (the  next  highest 
Negro  placed  97th).  But  when  three ^whites  who  made  higher 
scores  than  Green  declined  to  accept  the  openings  offered 
to  them.  Green  became  the  65th  man  on  the  list.  He,  thus, 
became  the  firsu  Negro  ever  to  be  admitted  to  the  union. 

In  November  1965,  when  the  next  apprentice  class 
was  formed  by  Local  28,  12  of  25  applicants  sent  by  the 
WDL — all  of  whom  had  been  recruited  and  given  special  pre- 
paratory work — placed  among  the  top  thirty  taking  the  ex- 
amination. One  N?gro  dropped  out  which  left  eleven  who 
were  accepted  into  the  program.  (Under  another  court 
order,  Local  28  was  directed  to  admit  an  additional  35 
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applicants . Two  WDL  applicants  were  among  the  next  35 
but,  since  both  of  them  dropped  out,  all  of  the  additional 
35  were  white.)  The  results  of  the  WDL  program  are  indi- 
cated by  the  fact  that  of  the  first  Local  28  class,  22  per- 
cent of  the  whites  and  none  of  the  Negroes  placed  among 
the  top  65j  but  in  the  class  that  had  been  tutored  inten- 
sively by  the  WDL,  56  percent  of  the  ncnwhites  (14  of  25) 
and  38  percent  (51  of  135)  of  the  whites  placed  among  the 
top  65.  The  WDL  had  far  more  notice  prior  to  the  November 
1965  examination  than  it  had  had  for  the  preceding  one. 

As  a result,  all  of  those  who  passed  had  attended  the 
special  classes  conducted  by  a WDL  staff  member  for  2-i/2 
hours  every  Tuesday,  Thursday,  and  Saturday  for  two  months 
prior  to  the  examination.  The  tutoring  sessions  were 
geared  to  passing  a specific  test  rather  than  toward  pro- 
viding a general  education.  Those  who  passed  the  written 
test  were  then  briefed  on  what  to  expect  from  the  oral 
interview.  Thus,  as  a result  of  its  screening  and  of  its 
prep- clas se s,  the  WDL  has  succeeded  in  placing  twelve 
Negroes  into  the  local  within  the  short  span  of  one  year. 

Recently,  with  respect  to  its  efforts  to  perform 
a similar  miracle  in  placing  Negroes  into  Plumbers  Local  1, 
a new  twist  has  been  added  to  the  Defense  Leagued  remedial 
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program.  In  addition  to  being  tutored  for  the  written 
examinations  by  the  WDL  staff,  several  "volunteers"  from 
Western  Electric  joined  the  program.  In  addition  to  con- 
ducting tutorial  sessions  on  test  taking,  basic  mathematics 
algebra,  spatial  relations,  and  mechanical  reasoning,  those 
who  passed  the  written  examination  were  invited  to  attend 
additional  sessions  after  the  written  test.  These  sessions 
were  mock  oral  interviews  with  the  Western  Electric  volun- 
teers serving  as  make-believe  memberB  of  the  joint  appren- 
ticeship committee. 

The  WDL's  experience  in  recruiting  for  the 
Plumbers  Local  1 examination  given  in  July,  1966,  is  also 
revealing.  Local  1 had  notified  the  WDL  on  April  1,  1966, 
that  it  would  accept  applications  until  May  31,  1966,  for 
its  examination.  The  union  stated  that  it  would  allow 
Murphy  and  Green  to  be  cosponsorB  for  all  applicants  to 
the  union  from  their  office.  Immediately,  the  WDL  set  out 
through  all  of  its  channels  to  locate  interested  appli- 
cants. Ultimately,  51  Negroes  and  Puerto  Ricans  were 
interviewed  and  pretested  by  WDL.  The  sources  of  the  ap- 
plicants are  shown  in  Table  4-6.  The  city's  academic 
schools,  rather  than  the  city's  vocational  schools,  proved 
by  far  to  be  the  more  fruitful  source  of  applicants  to  the 
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TABLE  4-6 

SOURCES  OF  APPLICATION  TO  WORKERS  DEFENSE  LEAGUE 
FOR  PLUMBERS  LOCAL  1 EXAMINATION, 

SUMMER  1966 

Academic  High  Schools  17 

Antipoverty  Organizations  17 

Sign  in  WDL  Office  6 

Ad  in  Amsterdam  News  4 

Vocational  Schools  3 

N.Y.  State  Employment  Service  2 

Churches  2 

Community  Center  2 

Civil  Rights  Organizations  1 

Community  College  1 

Another  Apprentice  1 

Total  Applicants  51 

Source:  Workers  Defense  League,  Memorandum 

Dated,  May  9,  1966. 
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skilled  trades  for  minority  youngBters.  In  most  other 
cities  surveyed  by  the  study,  similar  recruitment  efforts 
have  usually  centered  on  vocational  schools  for  candidates-- 
usually  with  the  same  results.  The  experience  of  the  WDL 
in  this  recent  recruiting  venture  and  in  earlier  attempts 
for  other  apprentice  programs  has  proven  to  the  WDL  per- 
sonnel that  the  academic  schools  are  a rich  sauree  of 
talent  both  with  respect  to  numbers  who  apply  and  with 
respect  to  numbers  who  pass.  The  WDL's  experience  prob- 
ably also  supports  the  common  assertion  that  vocational 
school  youths  are  poorly  educated. 

Yet,  lest  one  should  conclude  that  the  WDL's  efforts 
never  fail,  its  experiences  with  the  1966  class  of  appren- 
tices for  Plumbers  Local  1 should  be  reviewed.  Giving  an 
admission  test  for  the  first  time  in  two  years,  the  union 
announced  that  a class  of  twenty  apprentices  would  be 
formed.  The  WDL  had  fourteen  applicant s * file  through  its 
offices  to  take  the  examination.  Ultimately,  only  three 
WDL  recruitees  took  the  test  in  July,  1966.  The  Local 
announced  that  one  of  the  criteria  to  be  used  to  qualify 
to  take  the  written  examination  was  a 75  percent  average 
in  the  senior  year  of  high  school.  Since  none  of  the 
eight  WDL  recruitees  who  had  originally  intended  to  take 
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the  test  had  such  averages,  the  WDL  appealed  unsuccess- 
fully to  the  union  that  the  average  of  75  percent  was 
arbitrary  and  that  ‘in  a competitive  examination  prior 
grades  take  care  of  themselves.  The  union  replied  that 
the  requirement  had  been  approved  by  the  state  and  refused 
to  allow  the  recruitees  to  take  the  test.  The  WDL  then 
enlisted  the  support  of  the  United  Federation  of  Teachers 
who  were  able  to  have  grades  changed  for  three  of  the  ap- 
plicants 30  that  they  would  have  a 75  percent  average. 

The  three  took  the  written  test  and  placed  No.  3.  No.  4. 
and  No.  19  out  of  a total  of  fifty  people  taking  the  exam. 
Plumbers  Local  1,  however,  was  at  the  time  of  this  writing 
refusing  to  appoint  them  to  the  class  because:  (1)  they 

did  not  score  in  the  30th  percentile  in  each  of  the  five 
sections  of  the  test  and  (2)  the  union  claims  that  it  did 
not  receive  official  notification  that  the  high  school 
records  of  the  three  applicants  had  been  changed.  The 
WDL  replied  that  the  first  requirement  was  arbitrary  and 
that  the  overall  ranking  should  be  the  determining  factor 
and,  as  for  the  second  contention,  it  reported  it  had 
written  each  high  school  principal  involved  asking  that 
such  appropriate  notification  be  given.49 

49The  data  used  in  this  paragraph  is  drawn  from 
the  testimony  of  the  Workers  Defense  League  before  the  City 
Commission  on  Human  Rights  on  September  26,  1966  (mimeo- 
graphed material) . 
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In  addition  to  work  with  the  recruitment  and 
the  preparation  of  applicants,  WDL  has  done  a limited 
amount  of  research  into  the  background  of  the  whites  who 
successfully  enter  into  these  programs.  One  of  their  most 
detailed  studies  was  of  the  Spring  1965  Sheet  Metal  Workers 
apprentice  class.  The  backgrounds  .of  the  65  entrants  who 
were  accepted  into  the  class  were  reviewed.  With  respect 
to  high  school  diplomas,  the  following  results  were 
gathered : 


Number  of 

Type  of  Diploma  Received  Recipients 


Academic  21 
General  21 
Commercial  7 
Vocational  4 
No  Diploma  4 
High  School  Equivalency  2 
Mechanical  1 
Other  1 
Technical  4 


Of  the  ten  who  scored  highest  on  the  examination,  eight 
had  academic  diplomas,  one  had  a technical  diploma,  and 
one  had  a general  diploma.  Moreover,.  25  of  the  64  white 
entrants  had  spent  between  one  semester  and  two  and  one- 
half  years  in  college.  In  other  words,  the  conclusion  is 
inescapable  that  the  recruitB  gathered  by  the  WDL  were  in 


competition  with  many  students  who  had  received  academic 
preparations  in  high  school  and,  in  many  caBes,  in 
college . 50 

Similar  research  should  be  undertaken  by  other 
groups  who  are  interested  in  the  placement  of  minority 
youths  into  apprenticeship  classes.  Such  studies,  it  would 
seem,  are  prerequisites  for  successful  preparatory  programs. 
The  WDL,  now  recognizing  the  scope  of  the  competition,  has 
continued  to  require  a high  school  diploma  for  all  of  its 
recruits  even  though  the  sheet  metal  workers'  and  the  iron- 
workers * standards  required  applicants  to  have  only  a tenth 
grade  education.  In  view  of  a 1966  study  by  the  U.S.  Of- 
fice of  Education,  which  found  that  at  grade  12  nonwhites 
in  the  Northeastern  cities  were  over  three  years  behind 
whites  on  the  average,  the  WDL's  standards  seem  well 
founded. 

In  order  to  implement  its  formational  program, 
the  WDL  also  distributes  a periodic  apprenticeship  bulletin 
and  newsletter  to  agencies  and  individuals  concerned  with 
apprenticeship  as  well  as  to  applicants  for  apprentice 
programs . 


soThe  data 
rived  from  materials 


contained  in  this  paragraph  were 
supplied  by  the  WDL. 
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Conclusions 

Being  the  nation's  largest  city,  New  York  has 
had  some  of  the  most  chronic  cases  of  municipal  problems. 

In  the  past,  the  apprenticeship  question  has  been  more 
volatile  here  than  elsewhere.  Yet,  as  is  also  typical  of 
events  in  this  unpredictable  city,  the  remedial  develop- 
ments have  been  far  more  extensive  and  unusual  than  in  any 
of  our  other  study  cities. 

Significantly,  however,  although  the  issue  has 
been  in  the  public  spotlight  and  frequently  has  involved 
public  agencies,  the  greatest  strides  toward  resolution 
have  come  from  private  activities.  The  Workers  Defense 
League  has  no  legal  status.  Its  role  has  been  to  accom- 
plish the  task  of  promoting  apprenticeship  in  general;  of 
dispensing  detailed  information  about  specific  programs; 
of  recruiting  individuals  interested  in  applying;  of  tutor- 
ing applicants  t r pass  the  written  examination;  and  of  con- 
ducting foli-ow-u^j  research  studies  of  the  experiences  of 
the  successful  white  and  nonwhite  entrants  into  the  pro- 
grams in  order  to  improve  their  procedures  for  the  future. 
We  are  persuaded  that  such  comprehensive  efforts  are  re- 
quired to  produce  meaningful  progress  in  the  construction 


trades  . 
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Similarly,  the  program  in  the  printing  industry 
was  instituted  by  private  initiative.  Access  to  the  pool 
of  "helpers"  from  which  all  typographical  apprentices  are 
to  be  drawn  in  the  future  has  proven  no  obstacle  to  non- 
whites in  the  past.  The  opportunity  to  be  considered  for 
an  apprentice  program,  a voluntary  program  of  tutoring, 
and  an  impartially  administered  and  graded  examination 
procedure  affords  nonwhites  a chance  to  qualify  for  ad- 
mission that  io  absent  in  all  other  survey  cities. 

Yet,  before  all  the  accolades  are  given  to  pri- 
vate initiative,  it  is  important  to  recall  the  events 
giving  rise  to  their  establishment.  Had  it  not  been  for 
the  prodding  of  the  state  and  city  human  relations  commis- 
sions and  the  1963  demonstrations,  it  is  questionable  that 
either  private  program  would  have  been  instigated  in  the 
present  thorough  form.  The  demonstrations  served  to  focus 
public  attention  on  this  problem;  the  public  reports  acted 
to  document  the  pattern  of  exclusion;  the  legal  proceed- 
ings worked  to  eliminate  some  of  the  anachronisms  of  the 
past.  In  other  words,  the  activities  of  the  public  bodies 
have  been  to  set  the  stage  whereby  private,  long-term  pro- 
grams can  be  established  on  the  basis  of  equal  opportunity 

The  public  agencies,  with  the  lone  exception 


principles . 


of  the  CCHR’s  efforts  in  the  1964  plumbers  case;  have 
stayed  out  of  the  vital  recruitment  area.  In  most  other 
ciuies  where  any  program  has  been  made  in  this  area,  the 
public  agencies  have  been  in  the  vanguard  of  recruiting 
activities.  When  these  public  agencies  enter  into  the 

I 

labyrinth  of  apprenticeship,  they  are  forced  to  consider 
the  issue  as  but  one  of  the  many  social  problems  they  are 
called  upon  to  resolve.  Accordingly,  their  activities  are 
typically  short  run  and  designed  to  meet  an  immediate  need. 
In  most  cases,  city  human  relations  agencies  lack  the  staff 
and  the  facilities  to  perform  all  of  the  needed  tasks  to 
accomplish  meaningful  long  run  results.  New  York,  there- 
fore, is  fortunate  to  have  the  establishment  of  such  an 
organization  as  the  WDL  which  can  provide  the  specialized 
expertise  needed  to  understand  apprenticeship  and  the  con- 
tinuing relationship  required  to  maintain  channels  of  com- 
munications between  the  community  as  a source  of  supply  of 
applicants  and  the  JAC  *s  as  a source  of  demand  for  ap- 
prentices. 

The  WDL  approach  also  has  another  unique  advan- 
tage over  public  agencies.  The  WDL  has  no  punitive  mea- 
sures at  hand  to  threaten  recalcitrant  unions.  It  cannot 
convene  public  hearings,  revoke  contracts,  shut  down 
projects,  or  require  headcounts. 


Its  success  is  premised 
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upon  the  existence  of  a climate  of  mutual  respect  for  all 
parties  concerned.  While  the  WDL  operation  can  benefit  by 
the  removal  of  artificial  obstacles  to  Negro  entry  into 
the  trades  by  the  public  agencies,  it  cannot  be  associated 
with  the  direct  use  of  punitive  powers  by  these  public 
authorities . 

A number  of  factors  probably  accounts  for  IBEW 
Local  3 * s sharp  reversal  in  1962.  Local  3’s  action  was  in 
part  a tactical  maneuver  to  obtain  the  25  hour  work  week 
as  well  as  the  response  of  enlightened  union  leadership  to 
a chronic  social  problem,  but  is  clearly  without  parallel 
anywhere  in  the  United  States.  Since  1962,  the  continued 
accessibility  to  entry  by  Negroes  to  the  local  has  come 
through  the  efforts  of  the  WDL  and  the  cooperative  atti- 
tude of  the  union’s  leadership. 

Thus,  New  fork  represents  a ray  of  light  in  an 
otherwise  foggy  area  of  national  concern.  Each  city  has 
its  unique  characteristics  and  personalities  but  in  no 
other  city  have  the  divergent  forces  worked  together  so 
successfully  as  here.  While  the  experiences  of  no  Bingle 
city  can  be  transferred  in  their  entirety  to  another  dif- 
fering locality,  there  still  remains  much  that  can  be 
learned  from  the  experiences  of  New  York  by  all  parties 
to  this  issue  in  every  sector  of  the  nation. 


CHAPTER  V 


PHILADELPHIA 


Introduct ion 

With  a population  of  slightly  over  two  million, 
Philadelphia  ranks  as  the  nation's  fourth  largest  city. 

In  1960,  the  nonwhite  population  was  approximately  27  per- 
cent of  the  total.  As  is  true  of  many  other  northern 
cities,  whites  are  migrating  to  the  suburbs  and  Negroes 
are  moving  into  the  central  city.  During  the  1950  to  1960 
decade,  for  example,  the  overall  population  declined  by 
about  70,000  people  (the  net  decline  in  the  white  popula- 
tion was  225,000,  while  the  nonwhite  net  increase  was 
156, 000)  . 

With  respect  to  education,  approximately  53  per- 
cent of  the  children  in  the  public  schools  in  1964  were 
nonwhites.  About  one-half  of  Philadelphia's  white  chil- 
dren attend  private  schools  while  only  10  percent  of  non- 
whites attend  such  institutions.  Approximately  49  percent 
of  the  students  in  vocational  high  schools  in  1964  were 
Negroes.  Furthermore,  it  is  reported  that  the  city  has 
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one  of  the  worst  dropout  problems  of  any  large  city  in  the 
nation.  In  1963  only  53.4  percent  of  the  tenth  graders 
in  the  school  system  completed  their  high  school  studies.1 

The  area  coordinator  for  the  now  defunct  Presi- 
dent* s Committee  on  Equal  Employment  Opportunity  described 
the  city  as  a " strong  union  town  with  strong  union  tradi- 
tions." It  was  estimated  in  1965  that  there  were  about 
200,000  union  members  in  the  city  of  which  25,000  were 
nonwhites.2  The  apprenticeship  programs  in  pipefitting, 
masonry,  and  electrical  work  have  often  won  national 
awards.  During  the  period  of  this  survey,  however,  the 
former  AFL  and  CIO  elements  in  Philadelphia  split  into 
separate  camps.  There  are  some  indications  that  one  of  the 
differences  between  the  two  union  groups  is  the  issue  of 
Negro  participation  in  apprenticeship  programs.  The 
former  CIO  unions  advocate  a more  aggressive  nondiscrim- 
ination policy  while  the  former  AFL  affiliates  are  domi- 
nated by  the  building  crafts  and  represent  a more  cautious 
approach. 


1The  figures  in  this  paragraph  are  drawn  from 
Leonard  Rico,  "The  Negro  Worker  in  Philadelphia,"  in  the 
Negro  and  Employment  Opportunity,  edited  by  Herbert  R. 
Northrup  and  Richard  Li  Rowan  ( Ann  Arbor:  University  of 

Michigan  Press,  1965),  pp.  349-375* 

2 Ibid . , p.  368. 


Table  5-1  shows  that  in  1960  Negroes  comprised 
over  16  percent  employment  in  the  construction  industry. 
Compared  to  other  cities  in  this  study,  the  participation 
rate  ranks  fifth  highest.  While  it  is  true  that  the  bulk 
of  the  Negroes  were  concentrated  in  the  laborer  classifi- 
cation, the  dispersion  into  other  trades  ( such  as  sheet 
metal  workers,  electricians,  and  plumbers)  shows  a sub- 
stantial number  of  Negro  workers.  Many  of  the  Negroes  in 
the  building  industry  find  employment  in  the  nonunion 
residential  field. 

Pennsylvania  has  its  own  apprenticeship  council 
and  program.  The  state  has  had  a nondiscriminatory  pledge 
requirement  for  all  certified  apprentice  programs  since 
1961,  All  JAC  programs  and  selection  procedures  must  be 
approved  in  advance  by  the  state.  The  state  regulations 
on  nondiscrimination  were  circulated  in  January,  1965, 
after  they  had  been  approved  by  BAT.  While  there  are 
some  similarities  between  the  state  law  and  the  federal 
Title  29,  they  differ  in  a meaningful  and  significant  man- 
ner over  the  crucial  issue  of  selection  of  apprentices 
for  programs  adopted  before  January  17,  1964.  Title  29 
permits  approval  by  either  of  three  means:  ( l)  selection 

by  qualifications  alone,  (2)  by  demonstration  of  an 
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acceptable  degree  of  minority  participation,  or  ( 3)  by 
selection  from  existing  employees.3  The  Pennsylvania 
statute,  on  the  other  hand,  extends  approval  of  selection 
procedures  either  ( l)  on  the  basis  of  qualifications  alone 
or  (2)  on  the  basis  of  selection  from  existing  employees 
who  were  admitted  to  an  employee  pool  on  a nondiscrimina- 
tory  manner, 4 but  does  not  permit  compliance  by  demon- 
strating nondiscrimination. 

Negro  Participation  in  Selected  Unions 
a^nd  Apprentice  Programs' 

Tables  5-2,  5-3,  and  5-4  indicate  the  degree  of 
Negro  participation  in  unions  and  apprentice  programs  in 
Philadelphia.  Table  5-2  presents  the  findings  of  the 
Commission  on  Human  Relations  ( CHR)  through  1965.  The  CHR 
found  these  six  building  trades'  unions  to  be  "discrim- 
inatory in  their  admission  practices.  From  our  inter- 
view work,  we  know  that  at  least  one  more  Negro  had  been 
admitted  to  the  Sheet  Metal  Workers  program.  Table  5-3 
shows  the  broader  picture  of  Negro  participation  in  Phila- 
delphia apprenticeship  programs.  Table  5-4  shows  the 

3Title  29,  Part  30.4. 

4P . L.  604,  Act  No.  304,  Section  4. 
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TABLE  5-3 

STATUS  OF  NEGRO  PARTICIPATION  IN  CONSTRUCTION  TRADES 
(OTHER  THAN  THOSE  HELD  TO  BE  DISCRIMINATORY) 

APRIL,  1965 


Union 


Total 

Membership 


Nonwhite 

Membership 


Bricklayers  #1 

Carpenters  District  Council 
(Several  Locals) 

Cement  Masons  #592 


Operating  Engineers  #542 

Ironworkers  #401 

Painters  District  Council 
(Three  Locals) 

Painters,  Cleaners,  and 
Caulkers  #35 

Reinforced  Rodsetters  #405 

Sheet  Metal  Workers  #194 
(industrial  Work) 

Stone  Masons  #32 

Roofers  #113 

Elevator  Constructors  #5 


1,050  100  (approximately) 


5,000 

600 

5.000 
500 

1.000 

120 

300 

670 

485 

65 

420 


All  locals  integrated 
to  varying  degrees 

200  (No  formal  appren- 
ticeship program) 

500 


0 


50  (No  formal  appren- 
ticeship program) 

4 journeymen 
2 apprentices 

100  (l/3  of  apprentice 

class  are  nonwhite) 

160  Negroes 
25  Puerto  Ricans 

0 

20 

0 


Source:  Commission  on  Human  Relations,  City  of  Philadelphia 


ERIC 


TABLE  5-4 


NONWHITE  MEMBERS  OF  PRINTING  TRADE  UNIONS 

IN  PHILADELPHIA 
JUNE,  1965 


— 

Union 

Total  Membership 
in  Union 

Total  Non- 
white Members 

Lithographers 

'1,583 

88 

Electrotypers 

175 

9 

Bookbinders 

t 

1,825 

300 

Pressmen 

1,0  80 

1 

Typographers 

1,097 

19 

Stereotypers 

32 

0 

Source:  Graphic  Arts 

Employment  Committee, 

Philadelphia, 

Pennsylvania 
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degree  of  nonwhite  participation  in  the  printing  trades  in 
Philadelphia.  These  tables  reveal  the  familiar  pattern  of 
nonwhite  concentration  in  the  trowel  trades  or  the  indus- 
trial sections  of  building  trades  unions.  Over  70  percent 
of  all  nonwhites  in  the  Philadelphia  printing  industry 
were  concentrated  in  the  Bookbinders,  though  the  Litho- 
graphers had  over  20  percent  of  the  industry'  s nonwhite  em 
ployment.  The  other  four  printing  unions  combined  had 
only  about  7 percent  of  the  industry'  s nonwhites.  As  we 
shall  see  in  the  following  sections  considerable  effort 
has  b' en  exerted  to  get  Negroes  into  those  unions  and  ap- 
prenticeship programs  where  few  nonwhites  were  employed. 

Activities  of  the  Philadelphia 
Commission  on  Human  Relations 

The  pent-up  frustrations  and  resentment  of  many 
of  the  nation'  s Negro  communities  erupted  into  demonstra- 
tions and  violence  during  the  1950' s and  the  I960' s.  Be- 
ginning in  Philadelphia  and  spreading  to  several  northern 
cities,  a wave  of  1963  demonstrations  centered  upon  the 
lack  of  Negroes  in  the  building  trades.  In  early  May, 
1963,  sit-ins,  sleep-ins,  and  picketing  occurred  at  con- 
struction sites  of  the  Philadelphia  Municipal  Services 
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Building  across  from  City  Hall.  The  demonstrations,  how- 
ever, soon  turned  into  violence  when  police  sought  to  es- 
cort workmen  through  the  picket  lines.  Shortly  afterward. 
Mayor  James  H,  J.  Tate  ordered  the  $18  million  project 
shut  down.  It  remained  closed  for  two  weeks  until  an 
agreement  was  achieved  hy  which  nonwhites  would  be  employed 
as  the  work  on  the  project  progressed. 

Against  this  backdrop,  the  CHR  began  an  investi- 
gation into  the  employment  practices  of  the  city*  s con- 
struction industry.  While  it  started  as  a study  of  the 
charges  made  against  four  unions  (the  Sheet  Metal  Workers, 
Steamf itters.  Plumbers,  and  the  IBEW)  working  on  the  Munic- 
ipal Services  Building,  the  ensuing  investigation  was 
broadened  into  a study  of  general  racial  employment  prac- 
tices of  city  contractors.5 

The  Commission  concluded  that 


Substantial  evidence  had  been  produced  which  tends  to 
show  that  certain  local  unions  covering  skilled 


sThe  findings  of  the  Commission  made  it  clear 
that  the  contractor,  McShain  and  Co.:  "has  not  engaged 

in  any  discriminatory  hiring.  Indeed  the  testimony  indi- 
cates that  of  the  workers  employed  by  McShain,  namely 
laborers,  carpenters,  cement  finishers,  dock  builders,  and 
rod  setters,  approximately  65  per  cent  are  nonwhite  and 
35  per  cent  white." 


Qi  H 


!l 

•i 


trades  have  followed  customs  and  practices  in  the 
selection  of  apprentices  and  in  admission  to  the 
unions  which  have  inevitably  resulted  in  the  ex- 
clusion of  nonwhites  from  the  particular  trades.* * * * 6 


In  the  report,  five  local  unions  were  specifically  found 
to  be  fostering  conditions  resulting  in  a pattern  of  dis- 
crimination against  qualified  Negroes.”7  They  were; 
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Plumbers  Local  690 
Steamf itters  Local  420 
Sheet  Metal  Workers  Local  19 
Composition  Hoofers  Local  30 
IBEW  Local  98 


0 Nonwhites 
0 Nonwhites 
0 Nonwhites 
0 Nonwhites 

2 Nonwhites  (850  whites) 


Additionally,  three  employers  were  cited  as  hav- 
ing contracts  exclusively  With  labor  unions  that  had  no 
nonwhite  members  or  [where]  the  number  of  nonwhite  mem- 
bers comprise [ d]  no  more  than  a token. 11  Under  city  con- 
tract procedures,  the  contractor  was  required  not  only  to 
abstain  from  the  practice  o*f  discriminatory  action  himself 
but  also  agreed  not  to  permit  di scr iminat ion „ These  con- 
tractors also  were  cited  for  not  taking  affirmative  action 
to  prevent  discrimination „ 


/»  IV 


Conclusions  and  He commendations  Pertaining  to 

Employment  Discrimination  on  Certain  City  Work  Contracts 

and  for  the  Construction  Trades,”  Coimmission  on  Human  He- 

at ions  Report,  to  Mayor  James  H.  JD  Tate,  City  of  Phila- 

elphia.  May  20,  1963,  p.  1, 

7Ibid. , p . 3 . 
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Shortly  after  the  May,  1963,  report,  another 
u:iion--IBEW  Local  126  (outside  electricians) --was  added  to 
the  list  of  violators.  It  too  had  never  had  a nonwhite 
member. 

About  a year  later,  in  April,  1964,  the  Commis- 
sion published  a progress  report  which  showed  that  of  300 
applicants  for  journeymen  and  apprenticeship  registered  and 
tested,  during  the  intervening  year,  "fewer  than  10  per- 
cent were  able  to  qualify."* *  8 The  registrants  were  ob- 
tained through  extensive  public  information  ef f ort s--such 
as  press,  radio,  and  television  announcements  as  well  as 
personal  contacts  with  interested  persons  and  agencies. 
During  this  period,  200  local  contractors  asserted  that 
they  would  hire  without  regard  to  race,  religion,  or  na- 
tional origin. 

In  many  instances  where  openings  have  occurred,  em- 
ployers have  requested  qualified  nonwhite  journey- 
men, but  the  Commission  has  not  been  able  to  make 
referrals  because  of  the  scarcity  of  properly  quali- 
fied applicants.9 


a" City  Contract  Compliance:  Progress  in  1963, 

A Special  Report,  Commission  on  Human  Relations  (April, 

1964)  , p.  i” 

9Ibid. 


4 
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Furthermore,  during  this  period  the  six  unions  cited  in 
the  initial  report  promised  to  avoid  discrimination  in 
their  admission  practices. 

The  three  contractors  cited  ir  the  1963  report 
were  told  that  their  contracts  would  he  revoked  if  they 
did  not  come  into  compliance  at  once.  All  three  did  so 

4 

immediately  by  adding  nonwhite  journeymen  and  by  promis- 
ing to  work  with  the  objectives  of  the  CH.R  in  the  future. 

The  lack  of  substantial  increases  in  Negro  par- 
ticipation was  attributed  in  the  report  tos  ( l)  declining 
employment  opportunities  during  the  year  ( there  were 
13,000  fewer  construction ‘jobs  in  1963  than  eight  years 
earlier),  (2)  the  number  of  qualified  nonwhite  craftsmen 
is  small,  (3)  the  unemployment  rate  in  the  building  trades 
was  high,  (4)  union  membership  policies  restrict  sharply 
the  number  of  new  members  of  any  race  admitted. 

During  1963,  the  CHR  sought  referrals  for  each 
of  the  six  cited  unions.  With  respect  to  the  Steamf itters, 
two  nonwhite  journeymen  were  tested • they  both  failed. 

A third  failed  a journeymen*  s test  given  by  the  city. 

There  was  one  nonwhite  applicant  to  the  steamfitters 
apprentice  class.  He  was  sent  a registered  letter  to 
take  the  test  but  he  did  not  show  up.  Five  qualified 


nonwhite  plumbers  did  work  intermittently  and  one  non- 
white journeyman  was  admitted  to  the  union.  None  of  the 
nonwhite  tradesmen  referred  by  the  Commission  to  the  Sheet 
Metal  Workers  passed  the  test.  The  union  had  agreed  to 
admit  them  if  they  could  pass  the  examination  given  to 
the  white  applicants  at  the  same  time.  "At  least  a dozen" 
nonwhite  electricians  secured  intermittent  employment  as 
a result  of  the  CHR  efforts.  One  nonwhite  electrician 
passed  the  admission  test  for  IBEW  Local  98  (along  with 
another  white).  Both  were  rejected  for  membership  by  a 
vote  of  the  union  on  the  grounds  that  "no  journeyman, 

i 

white  or  nonwhite  has  been  admitted  since  1937  as  a 
’walk-in.1"  (Admission  was  granted  only  via  the  appren- 
ticeship route.)  The  nonwhite,  however,  did  'continue  to 
work  without  any  interference  from  the  union.  As  for 
IBEV7  Local  126,  one  nonwhite  journeyman  was  accepted  into 
the  union.  All  efforts  to  recruit  and  refer  applicants 
to  the  roofers  union  failed.  It  should  be  noted,  however, 
that  the  roofers  do  not  have  a formal  apprenticeship 
class.  Thus,  only  two  qualified  journeymen  were  placed 
in  these  unions  during  the  year. 

The  third  progress 'report  was  issued  in  April, 
The  CHR*  s findings  with  respect  to  the  six  unions 


1965  . 
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held  "to  he  discriminatory,"  are  set  forth  in  Table  5-2. 
The  Commission  stated  that  the  main  obstacles  to  placing 
two  more  apprentice  plumbers  was  the  Negroes’  inability 
to  pay  a $500  joining  fee.  With  regard  to  the  Steamfit- 
ters,  only  one  Negro  youth  passed  the  test.  The  reason 
no  journeymen  steamfitters  were  placed  was  "there  are  no 
nonwhite  journeymen  because  none  seem  to  be  around."10 
IBEW  Local  98  admitted  one  nonwhite  apprentice  in  1964. 
The  apprentice  was  the  son  of  a journeyman  member. 11  The 
two  nonwhite  journeymen  were  taken  in  su?  the  result  of  an 
organizing  drive.  The  Commission  reported  that  the  local 
would  continue  to  conduct  strong  organization  drives  and 

I 

hoped  in  this  way  to  provide  entry  for  more  nonwhite 
journeymen  and  their  relatives.  Of  the  nonwhites  who 
took  journeymen  and  apprentice  tests  for  Sheet  Metal 
Workers  Local  19,  only  one  nonvhite  apprentice  passed. 
Roofers  Local  30  had  no  nonwhite  members  or  applicants. 
IBEW  Local  126  took  in  three  nonwhite  journeymen  hired  by 

Construction  Trades,"  Memorandum  to  Commis- 
sion on  Human  Relations  from  Paul  Dandridge,  Field  Repre- 
sentative, April  28,  1966,  p.  2. 

3. 

Of  the  32  apprentices  admitted  during  the 
year,  27  were  sons  of  journeymen  and  five  were  nephews. 
(Ibid. , p.  2.) 

) 

j 
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a contractor.  "Several"  rxonwhltes  were  taken  into  appren- 
ticeship classes,  hut  since  virtually  all  of  the  union' s 
work  is  done  outside  the  city,  at  least  two  of  these  quit 
rather  than  commute  to  distant  job  sites.  Operating  Engi- 
neers Local  542  had  a sizeable  number  of  nonwhite  members, 
but  almost  all  of  them  were  concentrated  in  the  unskilled 
job  classifications.  Complaints  have  been  made. against 
the  Engineers,  but  no  progress  was  made  because  "the  union 
officials  and  their  attorney  have  absolutely  refused  to 
cooperate . " 1 2 

Nonetheless,  in  summarizing  its  April,  1965,  re- 
port, the  CHR  said  optimistically  that  a "new  enlightened 
attitude"  could  be  seen  in  all  of  the  hitherto  all-white 
unions.  The  Commission  also  noted  that  " in  no  instance 
have  we  had  reports  of  these  pioneer  nonwhites  being 

treated  in  a discriminatory  manner."13 

* 

By  November,  1965,  however,  conditions  seem  to 
have  deteriorated.  The  CER  was  forced  t.o  request  that  nine 
ice  ship  classes  be  denied  the  use  of*  the  public 
school  facilities,  and  in  January,  1966,  the  Commission 

lgIMd.  . p.  4. 


f 3Ibld . , p.  5. 


notified  the  Governor  of  Pennsylvania  that  it  was  having 
difficulties  with  Steamf itter s Local  420,  Plumbers  Local 
690,  IBEW  Local  98,  Roofers  Local  30,  and  Sheet  Metal 
Workers  Local  19*14  The  Commission  objected  to  the  ’’un- 
realistic, objective  criteria”  established  and  to  the 
dilatory  tactics”  of  some  of  these  unions  in  complying 
with  the  Commission'  & directives.  Furthermore,  the  CHR 
expressed  fears  that  demonstrations  were  likely  to  break 
out  again  unless  a settlement  was  reached. 

The  Philadelphia  local  AFL-CIO  Human  Relations 
Committee  initiated  its  own  study  of  minority  participa- 
tion in  the  apprentice  trades  prior  to  the  1963  demonstra- 
tions. The  committee  had  sought  the  voluntary  cooperation 
of  the  unions  in  submitting  information,  but  after  a delay 
of  almost  a year,  the  committee  personally  visited  every 
apprenticeship  class  and  made  its  own  head  count.  The 
report,  made  public  in  1964,  found  virtually  no  Negro  ap- 
prentices in  any  of  the  building  trades  classes,  and  there- 
fore recommended  to  the  Board  of  Education  that  public 
school  facilities  be  denied  classes  conducted  on  a dis- 
criminatory basis.  As  might  be  expected,  the  Building 


1 4[ Confident ial  Memorandum], 
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Trades  Council  roundly  attacked  the  findings  and  the  recom- 
mendations ,of  this  committee. 

The  AFL-CIO  Human  Relations  Committee’  & support 
for  the  denial  of  school  facilities  to  what  appeared  to 
he  discriminatory  apprentice  classes  reinforced  an  earlier 
recommendation  made  hy  the  CHR  in  1S63.  Complying  with 
the  CHR  recommendation,  the  Philadelphia  Board  of  Educa- 
tion ruled  in  August,  1083,  that  public  school  facilities 
would  not  he  available  for  apprenticeship  training  which 
did  not  accept  qualified  nonwhite  applicants.  Eleven 
apprentice  programs  were  reviewed  on  the  basis  of i 

1.  Enrollment  of  an  appreciable  number  of  nonwhites 

2.  Affirmative  action  taken  to  enroll  nonwhites 

3.  A nondiscr iminatory  admission  system  with  wide 
dissemination,  of  information. 


If  any  one  of  these  criteria  were  met,  the  program  would 
be  admitted.  After  the  Board' s inquiry  and  at  the  spe- 
cific recommendation  of  the  CHR,  Ironworkers  Local  401 
was  denied  the  use  of  the  public  schools  late  in  1963. 
Within  a year,  however,  the  local  was  found  in  compliance 
and  readmitted  when  its  admission  standards  were  amended 
and  when  it  promised  to  undertake  affirmative  recruiting 
policies.  The  Local  notified  the  CHR  and  two  Negro  trade 
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union  leaders  (Jimmie  Jones  and  William  Foster)  in  advance 
of  the  details  concerning  its  Fall,  1964,  class.  The  re- 
sponse by  the  Negroes  to  these  new  efforts  was,  according 
to  the  CHR,  "very  poor."  Several  Negroes  were  tested  by 
the  local  but  they  all  failed.  The  bricklayers  withdrew 
their  classes  from  the  public  school  over  a "misunder- 
standing" during  the  public  hearings  in  1963  and  they 
have  stayed  out.  In  November,  1965,  the  CHR  recommended 
that  a number  of  programs  be  denied  the  use  of  the  public 
school  facilities.  The  specific  unions  involved  were: 
the  carpenters,  IBEW  LocaL  98,  Glaziers  Local  252,  Brick- 
layers Local  64,  Plumbers  Local  690,  Roofers  Local  30, 
Sheet  Metal  Workers  Local  19,  and  Steamfitters  Local  420. 
Each  of  these  programs  was  charged  to  be  "not  in  reason- 
able compliance  with  [the]  non-discr iminatory  require- 
ments."15 By  January  1,  1966,  however,  each  cf  these 
unions  submitted  their  selection  procedures  for  review 
by  the  state  apprenticeship  officials.  As  a result,  and 
even  though  final  approval  was  not  given  to  several  of 
the  programs,  the  request  to  deny  the  use  of  facilities 
was  dropped.  The  CHR  felt  that  other  than  causing  the 

15Letter  from  the  Commission  to  the  Philadelphia 
Board  of  Education,  November  23,  1965. 


unions  some  measure  of  inconvenience,  little  would  actu- 
ally be  accomplished  by  denying  them  the  use  of  public 
schools,, 

Developments  in  the  Printing 
I ndustry 

The  publicity  given  alleged  discrimination  in 
building  trades  apprenticeship  programs  focused  public  at- 
tention on  all  apprenticeship  programs.  In  order  to  fore- 
stall racial  difficulties  in  their  industry,  the  unionized 
and  nonunionized  employers  in  the  printing  industry, 
through  their  single  association.  Printing  Industries  for 
Philadelphia  (PIP),  decided  to  seize  the  initiative  by 
adopting  a written,  nondiscr iminatory  policy.  PIP  adopted 
the  program  and  then  notified  the  printing  unions  and  the 
local  AFL-CIO  Human  Rights  Committee  of  its  implementation. 

On  August  19,  1963,  a committee  consisting  of 
the  Graphic  Arts  Unions,16  representative  employers,  rep- 
resentatives of  the  Negro  Trade  Union  Leadership  Council, 
the  AFL-CIO  Human  Rights  Committee,  and  PIP  unanimously 

16The  signatory  local  unions  were  Typographical 
Local  2,  Lithographers  Local  14,  Pressmen's  Local  11,  Book- 
binders Local  2,  Electrotypers  Local  72,  and  Stereotypers 
Local  7. 


adopted  the  program,  which  provided  for  a nondiscrimina- 
tion pledge  in  all  negotiated  contracts  and  set  up  a spe- 
cial committee,  the  Graphic  Arts  Employment  Committee,  to 
receive  quarterly  reports  from  employers  and  unions  con- 
cerning referrals,  hiring,  and  apprentice  placements.  A 
biannual  report,  containing  a list  of  the  noncomplying 
participants, is  sent  to  the  city's  Commission  on  Human  Re- 
lations. The  committee  also  receives  individual  complaints 
of  discrimination.  (Only  one  such  complaint  had  been 
filed  by  the  Bummer  of  1966  and  it  was  quickly  resolved  to 
the  satisfaction  of  all  parties  concerned.) 

According  to  officials  connected  with  the  pro- 
gram, nonwhite  recruitment  efforts  have  been  very  diffi- 
cult. The  Pennsylvania  Bureau  of  Employment  Security  has 
not  supplied  one  person  to  our  program."  Most  nonwhites 
have  come  from  private  employment  services  in  Negro  com- 
munities, "walk-ins"  to  the  PIP  office  in  central  Phila- 
delphia, the  Opportunities  Industrialization  Center  opera- 
tion run  by  the  Reverend  Leon  Sullivan,  and  personal 
recommendations  from  Jimmie  Jones  (of  the  Steelworkers) 
and  Paul  Dandridge  (formerly  with  the  Human  Relations 
Commission) . 

The  obstacles  to  greater  participation  as  seen 
by  PIP  representatives  are:  ( l)  the  scarcity  of  qualified 
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Negro  applicants  (the  work  hag  "become  more  technical  and 
the  job  requirements  have  risen  accordingly),  and  (2)  the 
fact  that  many  of  the  firms  are  small  family  enterprises 
which  are  set  in  their  ways.  The  latter  group,  however, 
is  declining  harply  in  number  as  the  result  of  'mergers 
dictated  by  rising  costs  and  limited  capital.  Ab  these 
larger  enterprises  increase,  it  is  likely  that  personal 
resistance  to  Negroes  will  diminish. 

A compilation  of  the  reports  of  the  Committee  to 
the  city*  s Human  Relations  Commission  was  given  in  Table 
5-4.  As  of  June  30,  1965,  there  were  417  nonwhites  in 
the  printing  unions  out  of  5,792  listed  in  the  union  re- 
ports. While  the  data  on  nonwhite  apprentices  is  not 
broken  down  by  individual  union  programs,  the  semiannual 
reports  show  that  between  July  1,  1963,  and  June  30,  1965, 
21  nonwhite  apprentices  vere  accepted.17 

Apprenticeship  Information  Center 

Philadelphia  does  not  have  an  apprenticeship 
information  center.  The  topic  has  been  a controversial 


17Report  to  the  Graphic  Arts  Employment  Commit 
tee  ( June,  1965 ) . 
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one.  In  the  agreement  reached  in  1963  between  the  City 

/■ 

Human  Relations  Commission  and  six  unions  found  to  be 
discriminatory,  it  was  agreed  that  such  an  agency  should 
be  established,  but  efforts  to  create  such  a center  soon 
floundered.  Exactly  whom  to  blame  for  its  demise  is  not 
clear.  According  to  the  man  picked  to  head  the  AIC, 

Mr.  Warren  Mulveany,  a staff  was  actually  appointed  in 
April,  1963,  only  one  month  after  the  federal  directive 
providing  for  AICs  was  issued.  The  BAT  was  supposed  to 
set  up  the  Philadelphia  coordinating  group  that  is  the 

•» 

first  step  to  actually  obtaining  a federally  funded  center, 
but  since  BAT  never  acted,  the  center  was  not  opened. 

' J 

A simultaneous  development  complicating  the 
establishment  of  an  AIC  in  Philadelphia  was  a major  con- 
trove  r sy  between  organized  labor  and  Governor  Scranton 
concerning  an  overhaul  and  tightening  of  the  state'  s 
unemployment  compensation  program.  Organized  labor  had 
opposed  the  revisions  but  were  unsuccessful.  Mulveany 
unfortunately  had  the  difficult  dual  job  of  simultaneously 
explaining  the  unpopular  new  unemployment  compensation 
system  to  the  unions  while  trying  to  enlist  their  coopera- 
tion in  setting  up  the  AIC  machinery.  In  November,  1964, 
after  months  of  futile  efforts,  the  AIC  idea  was  aban- 
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There  have  been  other  efforts  to  breech  the 
information  gap — most  of  which  failed.  Prior  to  the 
fiasco  described  above,  the  Urban  League  suggested  a pro- 
gram to  establish  information  centers  in  the  Negro  com- 
munity. When  it  sought  financial  assistance  from  the  city 
government,  the  project  died  in  the  municipal  bureaucracy. 

It  was  known,  however,  that  the  Pennsylvania  Bureau  of 
Employment  Security  opposed  the  project  on  the  grounds 
that  it  felt  such  an  undertaking  would  be  an  enfringement 
on  its  functions.  Later,  after  the  employment  services* 
own  project  failed  and  after  serious  rioting  in  the  sum- 
mer of  1964  in  North  Philadelphia  (the  Negro  ghetto),  the 
AFL-CIO  Human  Relations  Council  (chaired  by  Jimmie  Jones 
of  the  Steelworkers)  and  the  Negro  Trade  Union  Leadership 
Conference  ( NTULC ) jointly  established  the  Philadelphia 
Council  on  Community  Advancement.  The  project  centered 
its  work  in  North  Philadelphia  where  it  sought  to  explain 
unions  to  Negroes,  to  teach  remedial  classes,  and  to  dis- 
pense information  on  apprenticeship.  The  project  was 
concerned  with  acquainting  Negroes  with  unionism  in  gen- 
eral and  did  not  concentrate  solely  on  the  apprent iceable 

trades.  However,  the  project  was  short-lived  and  slipped  * 

into  oblivion  when  the  federal  Economic  Opportunity  Act 


passed.  It  was  felt  that  the  functions  of  this  special 
project  would  he  absorbed  by  this  omnibus  legislation. 

Mention  should  also  be  made  of  the  fact  that  a 
leaflet  on  the  topic  of  apprenticeship  was  distributed 
throughout  the  Negro  community  by  the  NTULC  but  had  little 

S 

impact  in  arousing  interest.  The  NTULC  attributes  this  to 
the  fact  that  most  Negro  youth  simply  feel  it  is  futile 
even  to  try. 

Opportunities  Industrialization 
Centers 

Funded  originally  as  an  experimental  and  demon- 
stration project  under  the  Manpower  Development  and  Train- 
ing Act,  a special  training  program  has  been  created  in 
the  city.  Known  as  Opportunities  Industrialization  Cen- 
ters, Inc.,  the  project  is  led  by  the  Reverend  Leon  Sulli- 
van. With  funding  taken  over  in  1966  by  a $1  million 
grant  from  the  Office  of  Economic  Opportunity  and  with 
the  Philadelphia  Chamber  of  Commerce  donating  many  fa- 
cilities to  the  program,  the  project  has  been  able  to 
assemble  a competent  staff  with  good  facilities  to  train 
disadvantaged  youth.  Much  of  the  orientation  of  the  pro- 
gram is  toward  the  development  of  good  work  habits. 
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Hopefully,  as  the  project  progresses,  some  of  its  train- 
ees may  prove  to  be  successful  applicants  to  apprenti.ee 
programs . 

Conclusion 

Philadelphia  was  the  first  city  to  experience 
demonstrations  over  Negro  participation  in  building  Grades 
unions  and  apprentice  programs.  While  the  issue  was  not 
new,  the  topic  had  seldom  generated  enough  concern  to  be 
the  primary  target  for  demonstrations.  When  they  did 
occur  and  violence  broke  out,  the  cause  received  nation- 
wide attention.  Like  ripples  in  a pond,  the  events  in 
Philadelphia  spread  interest  in  the  issue  elsewhere. 
Apprenticeship  became  a rallying  cry  for  civil  rights 
advocates  in  many  northern  cities.  Demonstrations  started 
within  days  in  New  York,  and  shortly  afterward  in  Cleve- 
land. Other  cities,  in  an  effort  to  avert  similar  occur- 
rences, sought  to  find  px-eventive  cures.  In  Cincinnati, 
where  street  demonstrations  were  threatened,  the  Building 
Trades  Council  signed  its  now  well-known  pledge  for  equal 
opportunity . In  Detroit  the  Board  of  Education  later  in 
the  year  ousted  the  IBEW  program  from  its  facilities. 

Thus,  the  long  smoldering  discontent  over  the  lack  of 
Negroes  in  the  skilled  trades  burst  into  an  open  flame. 
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Philadelphia,  however,  was  more  fortunate  than 
many  of  the  other  cities  in  that  it  had  an  experienced 
Commission  on  Human  Relations  already  in  existence.  In 
fact,  the  Philadelphia  HRC  had  one  of  the  best  reputations 
in  the  country  with  respect  to  effectiveness  of  action. 

Its  efforts  regarding  apprenticeship  have  been  constant 
and  thorough  even  though  limited  in  short-run  results. 

The  IIRC'  s immediate  intervention  in  the  building 
trades  dispute  and  its  subsequent  efforts  have  been  in- 
sightful in  illustrating  the  full  dimensions  of  the  prob- 
lem. Its  annual  reports  crystalize  the  dilemma  concerning 
the  difficulties  in  overcoming  recalcitrant  unions  on  one 
hand  and  in  recruiting  interested  Negro  youth  on  the 
other . 

The  CHR  has  experienced  difficulties  in  working 
with  this  problem.  For  example,  some  unions,  like  IBEW 
Local  98,  refused  to  cooperate  with  the  HRC  and  have 
clung  tenaciously  to  the  "father-son"  tradition,,  Local  98 
has  declared  that  Negro  participation  in  their  apprentice- 
ship program  can  best  be  increased  through  the  organiza- 
tion of  nonunion  Negro  tradesmen  who  can  then  bring  in 
their  sons  and  nephews.  Moreover,  the  CHR  has  had  great 
difficulty  in  obtaining  the  cooperation  of  many  of  the 
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building  craft  unions  to  give  it  details  on  the  forma- 
tion of  new  classes.  Thus,  despite  an  earlier  agreement 
to  supply  such  information,  made  at  the  public  hearings 
following  the  1963  demonstrations,  most  unions  have  failed 
to  keep  their  word. 

The  CHR  also  has  experienced  recruitment  prob- 
lems. Despite  its  valiant  efforts,  it  has  not  been  able 
to  supply  an  adequate  number  of  Negro  youths  to  the  pro- 
grams when  opportunities  have  opened  up.  With  its  small 
staff  and  diverse  responsibilities,  the  entire  task  of 
recruitment  cannot  be  handled  by  such  an  agency.  The  CHR 
can  assist  in  promotion,  help  to  compile  lists,  gather 
application  data,  and  supervise  tests  but  it  cannot  do  it 
alone — especially  if  remedial  or  tutorial  work  is  involved. 

Furthermore,  the  CHR* like  similar  agencies  else- 
where, has  been  plagued  by  personnel  problems.  The  loss 
of  those  who  have  developed  an  understanding  of  the  many 
facets  of  this  complex  issue  can  be  devastating  to  pro- 
gressive efforts. 

Lastly,  the  policy  quandary  confronting  the  CHR 
is  typical  of  that  which  has  perplexed  similar  groups  in 
other  cities.  The  Philadelphia  Commission  has  used  or 
recommended  virtually  every  type  of  remedial  action 
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available  to  city  officials:  denial  of  the  use  of  school 

facilities  to  one  program,  the  closing  of  city  construc- 
tion projects,  and  threatening  employers  with  contract  revo 
cation.  The  results  of  these  efforts  have  varied  and  it 
is  difficult  to  generalize  about  their  effectiveness.  It 
seems  clear,  however,  that  the  initiative  to  use  any  of 
these  remedies  resides  with  the  CHR.  But  here  the  CHR 

i 

faces  a dilemma  because  it  is  quite  difficult  for  the  Com- 
mission to  try  on  the  one  hand  to  develop  an  amicable  re- 
lationship with  the  unions  when  it  also  has  the  task  of 
punishing  the  same  groups  when  it  believes  them  to  be 
dilatory  in  their  actions.  Under  such  circumstances,  it 
is  very  hard  to  build  /the  foundations  needed  for  a satis- 
factory  long-term  accord. 

It  has  been  rumored  that  Philadelphia  is  in  line 
for  the  establishment  of  an  AIC.  Unless  its  operations 
in  Philadelphia  are  more  effective  than  they  have  been  in 
most  of  our  other  study  cities,  the  advent  of  such  a cen- 
ter would  not  provide  muoh  assistance  to  the  beleagured 
CHR.  The  Pennsylvania  Bureau  of  Employment  Security-- 
which  would  probably  administer  the  center— was  lambasted 
throughout  our  interview  work.  The  criticisms  have  come 
as  a single  chorus  from  civil  rights,  academic,  union. 
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city,  BAT,  and  employer  spokesmen.  Furthermore,  it  is  ap- 
parent that  the  Negro  community  has  no  confidence  in  the 
agency.  To  make  matters  worse,  it  was  manifestly  clear 
that  much  of  the  personnel  of'  the  employment  service  in  the 
city  has  little  awareness  of  apprenticeship.  In  inter- 
views with  officials  in  its  central  office,  we  were  told 
that  the  answer  to  the  entire  problem  rests  in  the  aboli- 
tion of  union  entrance  tests  and  that  the  city  swarms 
with  qualified  Negro  youth  who  are  eager  to  snap  at  any 
opportunity  to  enter  the  trades  once  the  tests  are  done 
away  with.  It  is  therefore  clear  that,  to  be  effective 
in  this  area,  the  employment  service  would  need  to  become 
more  informed  on  the  topic  of  apprenticeship  and  to  change 

its  image  among  civil  rights  groups. 

Thus,  in  summary,  there  now  is  token  Negro  par- 
ticipation in  programs  where  hitherto  there  had  been.  none. 
The  controversy,  however,  is  by  no  means  settled.  In  fact, 
the  event b of  late  1965  and  early  1966  seem  to  indicate 
that  the  entire  issue  has  lost  any  momentum  for  change 
that  it  might  have  had.  There  is  every  indication  that 
the  viewpoints  have  ceased  to  converge  and  are  beginning 
to  diverge  to  their  earlier  poles. 


CLEVELAND 


General  Background 

Cleveland,  the  nation'  s eighth  largest  city,  had 
a population  of  876,050  in  I960,  253,108  (or  28.9  percent) 

nonwhites.  The  city  is  heavily  ghettoized  hut  not  simply 
on  the  basis  of  race.  In  the  words  of  one  city  spokesman. 

There  are  walls  between  groups  everywhere.  People 
in  the  city  of  Cleveland  stay  in  minority  ghettos-- 
not  only  on  the  basis  of  race  but  also  on  the  basis 
of  national  origin  and  of  religion. 

The  Negro  community  is  clustered  in  the  east  side  of  town. 
The  Cuyahoga  River  is  the  " Ma son-Dixon  Line." 

Although  Table  6-1  reveals  that  Negroes  comprised 
12.1  percent  of  Cleveland's  construction  employment,  they 
were  concentrated  in  the  trowel,  carpentry,  and  labor 
classifications.  Since  re sident ial--as  well  as  commercial 
and  industr ial--construct ion  is  relatively  well  organized, 
Negroes  have  few  opportunities  in  nonunion  construction 
work.  Although  there  are  a number  of  small  nonunion 
Negro  contractors  who  perform  remodeling  i id  "patch"  work 
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in  the  Negro  community,  Negroes  have,  in  spite  of  con- 
certed efforts  over  a long  period,  hot  had  equal  employ- 
ment opportunities  in  some  of  the  unionized  construction 
crafts . 

Inequality  has  not  been  limited  to  employment, 
however,  "because  Cleveland  Negroes  have  had  unequal  edu- 
cational opportunities.  There  are  two  mai*'.  vocational 
schools  in  the  city:  Max  Hayes  in  the  west  side  (where 

the  white  population  is  concentrated)  and  East  Side  Tech 
(which  is  predominantly  Negro).  All  of  the  apprenticeship 
classes  are  conducted  in  the  Max  Hayes  School.  Several 
interviewees  representing  differing  points  of  view  agreed 
that  Max  Hayes  is  "by  far  the  superior  school.  There  seems 
to  "be  the  feeling  that  East  Side  Tech  does  little  to  pre- 
pare a youth  interested  in  the  appre nt iceable  trades  to 
qualify  for  such  opportunities. 

In  support  of  the  contention  that  the  school  sys- 
tem is  not  properly  preparing  Negro  youths  to  qualify  for 
apprenticeship  training,  a counselor  for  one  of  Cleveland'  s 

Negro  high  schools  reported  that  prior  to  the  1S65-1S66 

« 

academic  year  there  was  only  one  school  on  the  East  Side 
which  taught,  first-year  algebra  and  then  only  to  those  who 
could  pass  an  algebra  aptitude  test.  Since  many 
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apprenticeship  examinations  involve  a section  on  mathe- 
matics, it  is  a small  wonder  that  many  Negro  applicants 
fail  to  qualify.  Accordingly,  our  findings  support  the 
conclusions  drawn  by  OMAT*  s Division  of  Special  Programs 
which  investigated  the  apprenticeship  issue  in  Cleveland 
and  concluded:  "Evaluations  of  the  problem  showed  con- 

siderable actual  education  gap  between  Cleveland  school 
products  and  the  implied  expectations  in  apprenticeship 
qualification  standards."1 

Cleveland*  s apprenticeship  program  is  financed 
by  employers  and  by  public  funds.  Contractors  are  re- 
quired to  pay  the  apprentices'  full  wages  during  the  days 
they  are  in  school  and  away  from  their  work.  The  unions 
do  not  contribute  any  direct  sums  to  the  training  of  the 
apprentices  in  the  city. 

Students  who  attend  the  apprenticeship  classes 
at  Max  Hayes  School  are  selected  by  the  various  JACs  ex- 
cept for  a few  who  are  sent  by  independent  contractors. 
The  school  system  does  not  have  any  control  over  the  se- 
lection of  the  students. 


inMinutes  of  the  Advisory  Committee  on  Equal 
Opportunity  in  Apprenticeship  and  Training,"  Meeting  of 
June  29,  1965;  comments  by  Mr.  Charles  Gilmore  of  OMAT, 

p.  8 . 
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Extent  of  Negro  Participation 
in  Apprenticeship  Programs 
and  Trade  Unions 

Table  6-2  shows  the  extent  of  Negro  participa- 
tion in  seven  programs  which  have  been  under  heavy  attack 
from  civil  rights  groups.  Although  these  results  are  very 
meager,  they  represent  concerted  efforts  by  a variety  of 
groups  over  a long  period  of  time. 


Specific  Developments 


Attempts  by  Negroes  to  enter  the  building  craft 
unions  in  Cleveland  have  a long  history.  Efforts  to  enter 
IBEW  Local  38  date  back  to  1S17.  Following  World  War  II, 
a special  club,  of  Negro  electricians  was  formed  for  the 
expressed  purpose  of  soliciting  the  officers  of  the  inter- 
national union  to  intercede  against  the  local.  But  when 
a business  agent  of  the  local  who  was  sympathetic  to  the 
idea  drowned  in  Lake  Erie,  the  drive  was  scuttled  and  the 
civil  rights  groups  turned  to  legal  action. 

In  1S55  the  Community  Relations  Board  ( CRB) 
found  Local  38  guilty  of  racial  discrimination.  Despite 
the  intervention  of  Mayor  Anthony  Celebrezze  in  support 
of  the  CRB,  no  Negroes  were  admitted.  Local  38  accepted 


TABLE  6-2 


NEGRO  APPRENTICES  IN  SELECTED  UNIONS 
IN  CLEVELAND,  OHIO 
PALL,  1966 


Union 


Pipefitters  No.  120 
Sheet  Metal  Workers  No.  65 
Plumbers  No.  55 
Ironworkers  No.  17 
IBEW  No.  38 

Elevator  Constructors  No.  17 
Tilesetter  Helpers  No.  17 

Total 


Negro  Apprentices 


0 

1 

1 

3 

2 

0 

0* 


The  union  reported  that  three  Negro  helpe 
initiated  into  the  union  in  late  1965. 


would  be 


Source:  Cleveland  Community  Relations  Board. 
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three  Negroes  in  1957,  hut  only  after  the  case  was  turned 
over  to  the  AFI.-CIO  Civil  Rights  Committee  and  AFL-CIO 
President  George  Meany  instructed  the  local  to  admit 
Negroes  by  July  1,  1957,  or  lose  its  charter.  The  man  who 
had  originated  the  CRB  complaint,  Theodore  Pinkston,  was 
not  one  of  the  three  admitted.  According  to  Local  38*  s 
leaders,  these  were  the  first  journeymen  admitted  to  the 
local  since  1950  \rho  had  not  first  served  apprenticeships. 
No  Negroes  were  accepted  by  Local  38  between  1957  and  1963, 
when  threatened  demonstrations  against  construction  pro- 
jects caused  the  union  to  admit  two  Negro  apprentices. 

The  record  of  the  Cleveland  plumbers  union  has 
paralleled  that  of  the  electricians.  An  organized  drive 
by  Negroes  to  enter  Plumbers  Local  55  began  in  1933,  but 
the  local*  s officers  refused  to  open  the  letter  the  Ne- 
groes brought  to  the  union  meeting  at  which  their  admis- 
sion was  discussed.  As  late  as  1944  there  were  as  few  as 
six  Negro  plumbers  in  Cleveland.  On  March  15,  1960,  eight 
Negro  journeymen,  all  of  whom  possessed  licenses  issued  by 
the  city,  again  were  denied  membership  in  Local  55.  These 
eight  journeymen  were  aided  by  the  Urban  League  and  had 
been  trained  in  a special  school  started  by  a group  of 
Negro  plumbers  in  1950.  By  1962,  the  school  had  turned 


out  50  Negro  journeymen  who  had  passed  the  city's  test. 
During  the  1963  showdown  on  Negro  participation  in  Cleve- 
land building  trades  unions.  Local  55  admitted  the  Negro 

s 

plumbing  contractor  who  had  established  the  school  and 
who  had  been  instrumental  in  the  efforts  to  get  Negro 
journeymen  admitted  to  the  union.  As  a condition  of  entry, 
however,  the  contractor  had  to  close  the  plumbing  school. 
When  organized,  the  Negro  contractor  had  one  Negro  appren- 
tice who  was  taken  into  the  union  after  being  given  a 
brief  aptitude  test.  Since  his  admission,  though,  the 
Negro  apprentice  has  worked  exclusively  for  the  Negro  con- 
tractor . 

In  1963,  demonstrations  over  minority  participa- 
tion in  the  construction  trades  erupted  in  Philadelphia, 
New  York,  Cleveland,  and  other  cities.  The  various  civil 
rights  groups  in  Cleveland  coalesced  their  forces  into  the 
United  Freedom  Movement  ( UFM) , and  were  far  better  organ- 
ized and  more  specific  in  their  target  objectives  than 
were  the  civil  rights  forces  in  most  other  cities.  In 
July,  1963,  the  UFM  announced  that  it  would  begin  public 
demonstrations  at  a city  building  project  surrounding  the 
City  Mall  unless  three  Negro  electricians  and  two  Negro 
plumbers  were  hired.  On  July  20,  1963,  after  a series  of 
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negotiation  sessions  between  city,  union,  civil  rights, 
federal,  and  AFL-CIO  officials,  an  accord  was  reached. 

It  was  agreed  that  two  Negro  apprentices  would  be  taken 
into  the  IBEW  and  the  Plumbers  agreed  to  admit  two  non- 
union Negro  journeymen  (whose  applications  were  being 
processed)  to  work  on  the  project.  The  union  spokesmen, 
however,  underestimated  the  recalcitrance  of  the  member- 
ship. When  the  two  Negro  plumbers  showed  up  for  work,  the 

1 

union  plumbers,  pipefitters,  and  asbestos  workers  walked 
out--allegedly  because  the  two  Negroes  were  not  members  of 
the  union.  An  international  officer  of  the  union  was 
called  in  and  the  next  day  work  resumed.  Later  in  the 
week,  however,  union  members  met  and  voted  a "holiday"  for 
Monday,  July  29,  1963.  The  international's  representative 
hinted  that  such  an  action  could  result  in  the  local  being 
placed  into  trusteeship.  Nonetheless,  on  that  day  about 
700  of  the  1,400  members  of  the  local  did  not  go  to  work 
in  the  city.  The  next  day,  about  1,200  plumbers  worked. 

The  200  who  did  not  were  those  employed  on  the  jobs  of  the 

fc 

plumbing  subcontractor  on  the  Mall  project.  All  of  that 
company'  s jobs  were  boycotted  in  defiance  of  the  pronounce- 
ments by  the  local  and  international  officers  of  the  union 
against  such  action.  The  evening  of  the  third  day  of  the 


o 


protest,  it  was  announced  that  an  accord  had  been  reached 
whereby  the  two  Negroes  would  be  fired  as  journeymen  and 
asked  to  take  an  examination  for  the  apprenticeship  class. 
If  they  passed,  they  could  be  hired  as  apprentices.  The 
UFM  was  infuriated  and  renewed  its  threat  of  demonstra- 
tions. Hastily,  another  series  of  high  level  meetings  were 
convened  with  city,  federal,  local  union,  AFL-CIO,  and  UFM 
representatives.  Out  of  their  talks  came  a new  agreement 
on  August  4,  1963.  Local  55  agreed  to  sign  contracts  with 
Negro  plumbing  contractors  and  admit  their  Negro  journey- 
men to  the  union  if  they  passed  the  test.  A review  proce- 
dure was  established  for  any  who  felt  unfairly  treated. 

In  addition,  the  plumbing  contractor  would  sublet  part  of 
his  contract  to  a Negro  contractor  who  would  hire  the  two 
Negro  journeymen  working  on  the  project.  Furthermore,  it 
was  agreed  that  all  future  apprentice  classes  would  be 
open  to  all  to  apply.  On  August  15,  the  Negro  contractor 
and  his  journeymen  and  apprentice  were  admitted  to  the 
union. 

With  one  crisis  ended,  another  loomed  in  its 
place.  On  August  6,  1963,  fourteen  white  Sheet  Metal 

Workers  walked  off  their  jobs  when  a newly  hired  Negro 
sheet  metal  worker  was  hired.  The  application  of  the 


Negro  to  the  union  was  being  processed.  They  were  ordered 
back  to  work  by  their  officers  and  they  complied  with  the 
directive  but  only  after  the  Negro  was  assigned  to  the 
contractor's  trailer  while  he  was  "familiarizing  himself 
with  the  Job.  2 After  being  on  the  job  for  seven  days,  in 
compliance  with  standard  procedures,  he  attempted  to  se- 
cure an  application  form  from  the  union  office  for  "a 
temporary  card"  until  his  formal  application  could  be 
acted  upon.  There  were  no  union  officials  in  the  building 
the  day  he  applied.  The  UFM  again  threatened  to  picket 
the  construction  project,  but  it  was  decided  instead  to 
await  the  union' s action  on  the  application.  When  the 
Negro'  s application  was  processed  in  September,  the 
Sheet  Metal  Workers  announced  that  he  and  a white  appli- 
cant had  both  failed  to  pass  the  written  examination.  The 
UFM  did  not  protest  the  result. 

The  same  day  that  the  Sheet  Metal  Workers  walked 
out,  it  went  almost  unnoticed  that  the  first  Negro  elec- 
trician apprentice  started  to  work  on  the  Mall  project. 
Neither  his  appearance,  or  that  of  a second  Negro  appren- 
tice who  started  a week  later,  caused  any  incidents. 

gThe  Plain  Dealer.  August  8,  1963. 


190 


However,  the  UFM  had  charged  Local  38  with  "bad  faith" 
for  its  delay  in  placing  the  Negroes  on  the  job. 

Remedial  Programs 

The  Cleveland  Community  Relations  Board.  The 
Cleveland  Community  Relations  Board  has  been  in  existence 
for  over  20  years  and  has  been  in  the  center  of  the  con- 
troversy over  apprenticeship  since  the  issue  erupted.  The 
CRB  has  actively  recruited  Negro  youths  since  the  summer 
of  1963.  Particularly  active  in  these  efforts  until  his 
resignation  in  1965  was  Mr.  Ellsworth  H.  Harpole,  the  di- 
rector of  the  CRB.  He  and  his  staff  deserve  special  men- 
tion for  the  detailed  work  that  they  have  done  in  laying 
the  groundwork  for  all  attempts  to  resolve  this  issue. 
Harpole,  who  had  held  the  pest  for  two  and  one-half  years, 
was  the  third  director  to  hold  the  thankless  post  since 
1962. 

■ 

Against  the  backdrop  of  the  1963  demonstrations, 
the  CRB  redoubled  its  efforts  to  find  qualified  Negroes 
for  the  building  crafts.  Working  with  the  Cleveland  Board 
of  Education  and  the  high  school  counselors  in  the  pre- 
dominantly Negro  schools,  efforts  were  made  to  identify 
\ 

prospective  applicants.  Once  discovered,  each  prospect 


v-  > 


- \ 


mam 


was  sent  a letter  from  the  CRB  inquiring  as  to  his  inter- 
est in  apprenticeship.  Each  was  instructed  to  go  to  the 
Ohio  State  Employment  Service  for  testing,  counselling,  and 
screening.  During  the  period  covering  June,  1963,  through 
December,  1964,  136  Negroes  were  contacted.  Forty-four 
responded  to  the  CRB'  s letters,  were  screened  by  the  State 
Employment  Service,  and  applied  to  union  programs.3  Dur- 
ing the  first  ten  months  of  1965,  of  an  additional  45 
graduating  seniors  who  were  contacted  in  a similar  fashion, 
28  were  processed  and  subsequently  made  application  to 
union  programs. 

Seven  unions  were  the  targets  of  these  efforts. 
They  were  Plumbers  Local  55,  Sheet  Metal  Workers  Local  65, 
Ironworkers  Local  17,  IBEW  Local  38,  Pipefitters  Local 
120,  Elevator  Constructors  Local  17,  and  Tilesetter  Help- 
ers Local  17.  The  results  of  these  activities  are  pre- 
sented in  Table  6-3. 4 


3Report  of  the  Cleveland  Community  Relations 
Board  for  the  period  of  June  27,  1963,  to  October  1,  1965, 
on  "Recruitment  by  the  Community  Relations  Board  of 
Minority  Youth  for  Entry  into  Seven  of  the  Construction 
Trades'  Apprenticeship  Programs"  (1965),  p.  1. 

4The  information  found  in  this  table  is  taken 
from  Ibid. , pp.  1-14. 
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Out  of  the  72  applicants  ( it  is  apparent  that 
many  applicants  applied  to  more  than  one  program),  only 
four  youths  were  actually  accepted  into  formal  programs. 

The  one  who  is  said  to  have  passed  the  plumbers  test, 
William  Pope,  claims  that  he  did  not  hear  a word  from  the 
union  during  the  eleven  days  that  passed  from  the  time  he 
took  the  exam  and  the  time  he  was  drafted  into  the  army . 
Moreover,  he  claims  that  neither  he  nor  his  relatives  have 
ever  subsequently  received  notice  of  any  kind  from  the 
union.  When  he  returned  from  the  service  in  January, 

1966,  Pope  reapplied  to  Local  55  but  was  informed  by  union 
officials  that  he  would  have  to  be  retested.  When  he  told 
the  union  officials  that  he  had  passed  the  earlier  test. 
Pope  was  informed  that  since  he  was  now  24  years  old  he 
was  too  old  to  be  admitted  to  the  apprenticeship  program, 
but  that  his  case  would  be  sent  to  the  JAC  for  considera- 
tion. As  of  September,  1966,  his  plea  has  been  unanswered 
and  he  has  a job  as  a postal  employee. 

Table  6-4  presents  in  tabular  form  the  CRB1  s 
findings  on  why  many  of  those  who  were  recruited  for  the 
respective  unions  failed  to  show  up  to  take  the  tests 
for  admission.  The  fact  that  elapsed  time  between  initial 
contact  for  interest  and  the  time  the  qualification  test 


TABLE  6-4 


t 


REASONS  GIVEN  BY  NEGROES  WHO  WERE  RECRUITED,  WHO  APPLIED 
BUT  WHO  FAILED  TO  SHOW  UP  FOR  THE  TEST 
AT  THE  APPOINTED  TIME 


> 


Reason 


Number 


Enrolled  in  college  13 

Could  not  get  off  work 
Military  service 
Found  another  job 
Lost  interest 
Lost  contact 

Family  obligations  occurred 

Arrived  late  for  test,  denied  access  to  test 
Felt  testing  center  was  too  crowded 
Forgot  admittance  letter,  denied  access  to  test 
No  excuse 

Went  fishing  that  day 

Had  to  attend  a Reserve  Meeting  on  that  day 
Did  not  obtain  money  order  for  test  fee,  denied 

access  to  test  1 


Source:  Cleveland  Community  Relations  Board. 
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is  actually  given  varies  widely  means  that  the  success  of 
a recruiting  drive  which  depends  upon  those  recruited  be- 
ing available  at  a later  date  diminishes  with  the  passage 
of  time.  If  the  relevant  dates  are  known  when  recruiting 
is  done  for  specific  programs,  efforts  to  supply  appli- 
cants can  be  tailored  to  that  specific  program.  On  the 
other  hand,  when  a roster  of  Negro  youths  is  gathered  for 
apprenticeship  in  general,  it  is  likely  that  the  time  lags 
and  diversity  in  examination  schedules  will  markedly  in- 
crease the  fail-to-show  rate. 

The  Apprenticeship  Information  Center.  Cleve- 
land' s Apprenticeship  Information  Center  (AIC)  has  been 
embroiled  in  disputes  since  its  inception  in  December, 
1964.  Its  director,  Mr.  William  Mengerink,  was  the  only 
candidate  offered  to  those  in  Cleveland  who  sought  the 
establishment  of  an  AIC.  His  choice — which  apparently  was 
the  "unofficial"  decision  of  the  regional  BAT  office — was 
not  popularly  welcomed  by  any  of  Cleveland' s civil  rights 
leaders.  Subsequent  action — or  inaction  by  this  center — 
seems  to  bear  out  the  hesitancy  surrounding  his  selection. 
One  BAT  official  interviewed  in  August,  1965,  summed  up 

the  work  of  the  center  with  the  statement  that  "the  staff 
♦ 

has  not  been  distinguished  by  its  brilliance." 


Other 


interviewees  had  far  more  derogatory  comments  to  make. 

In  November,  1965,  when  an  evaluation  team  from  Washington 
visited  the  AIC,  the  director  stated  that  after  11  months 
of  operation  he  had  placed  five  Negroes  into  apprentice- 
ship-three in  a single  automobile  mechanic  program,  one 
in  an  industrial  tool  and  die  program,  and  one  in  another 
unidentified  nonunion  program.  In  other  words,  there  had 
not  been  a single  placement  in  any  of  the  building  crafts 
apprenticeship  programs.  The  director  admitted  that  he 

had  visited  only  four  schoc?ls  in  the  city  to  discuss  the 

* 

operation  of  the  AIC:  two  of  these  high  schools  were  100 

percent  white;  one  high  school  had  two  Negro  students;  and 
one  was  a Negro  junior  high  school.  There  is  small  won- 
der that  Negroes  interviewed  for  this  study  expressed  a 
complete  unawareness  of  the  existence  of  the  center.  At 
the  time  of  the  evaluation,  the  NAACP,  and  the  Urban  League 
representatives  had  ceased  attending  the  meeting  of  the 
AIC  Advisory  Committee.  Noting  that  the  building  crafts 
representatives  had  a perfect  attendance  record  and  that 
the  AIC  had  accomplished  so  little,  one  of  the  members  of 
the  evaluation  team  quipped  that  "it  looks  as  though  thsse 
unions  have  been  attending  the  meetings  for  ! watchdog' 
purposes  rather  than  for  constructive  purposes."  The  team 


rebuked  the  director  for  his  failure  to 
reach  programs"  to  inform  the  public  of 


develop  "out- 
its  services. 


Urban 

Urban  League  and 
joint  recipients 
paragraph  of  the 


League--NAACP  project.  In  May, 
the  NAACP  branch  in  Cleveland 
of  an  MDTA  grant  of  $380,000. 
contract  provided: 


1965,  the 
were  the 
The  first 


This  experimental  and  demonstration  project, 
jointly  sponsored  by  the  Urban  League  of  Cleveland 
and  the  Cleveland  branch  of  the  NAACP,  is  designed 
to  identify,  recruit,  test,  give  in-depth  counselling 
and  remedial  assistance  to  1250  greater  Cleveland 
youth  to  enable  them  to  qualify  for  opportunities  in 
today'  s world  of  work,  including  apprenticeship  and 
other  training  opportunities.  Referrals  \.o  suitable 
training  and  placemer.t  in  jobs  will  be  mad  . 


At  the  time  of  its  announcement,  the  newspaper  accounts 
gave  the  impression  to  many  union  and  BAT  officials  that 
the  sole  purpose  of  the  project  was  to  train  Negro  youth 
to  qualify  for  apprenticeship.  Many  feared  that  they 
would  be  inundated  with  applicants.  Actually,  as  is  ap- 
parent from  reading  the  declaration  of  the  proposal,  ap- 
prenticeship preparation  is  only  a part  of  the  ambitious 
project.  Its  objective  is  a very  broad  program  to  help 
Negroes  qualify  for  jobs  in  a variety  of  occupations.  The 
specific  mention  of  apprenticeship  was  unfortunate  since 
it  gave  the  entire  project  a bad  name  in  Cleveland  labor 


circles.  It  is  apparent  from  our  interviews  with  union 
officials  that  many  of  them  still  believe  apprenticeship 
to  be  the  goal  of  the  entire1  project.  On  more  than  one 
occasion,  union  leaders  asked  during  interview  sessions 
how  the  limited  number  of  apprenticeship  openings  (about 
170  each  year)  could  accommodate  1,250  Negroes  (one  claimed 
the  figure  to  be  3,000  Negroes)  who  were  completing  the 
NAACP-Urban  League  program. 

Known  as  the  Manpower  Advancement  Program  (MAP), 
the  UL-NAACP  project  commenced  in  the  early  Fall  of  1S65. 
After  experiencing  some  early  administrative  difficulties, 
the  program  began  to  show  the  results  of  its  efforts  dur- 
ing the  summer  of  1966.  With  respect  to  the  preapprentice 
phase  of  the  project,  four  of  its  trainees  were  tested  by 
the  Ironworkers  and  two  passed  the  examinations;  11  took 
the  Sheet  Metal  V rkers  test  and  six  passed;  and  31  took 
the  electrician' s written  test  and  30  passed.  When  it  came 
to  the  oral,  however,  all  of  the  MAP  trainees  failed  the  ele 
tricia  n s oral  examination.  It  is  reported  that  a charge 
of  discrimination  will  be  filed  but  such  action  is  pending 
as  of  this  writing. 

The  trainees  had  taken  a prevocat ional  curricu- 
lum which  consisted  of  instruction  in  mathematics,  blue- 
print reading,  structural  problems,  English,  and  job 
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readiness.  The  MAP  trainees,  as  opposed  to  the  WDL  re- 
cruitees  who  did  not  receive  any  financial  incentives  to 
attend  the  prep  sessions,  were  paid  a benefit  allowance 
for  each  class  they  attended.  In  addition  to  the  institu- 
tional instruction,  the  trainees--as  a part  of  the  job 
readiness  as  part  of  the  program-- spent  several  days  on 
construction  jobs  where  they  could  become  acquainted  with 
the  different  tools  of  the  job  and  with  their  uses.  De- 
spite the  setback  with  the  electricians,  the  preliminary 
results  of  MAP's  work  seem  promising  and  its  activities 
should  be  followed  very  carefully. 

General  Conclusions 

In  Cleveland,  the  squirrel  wheel  had  spun  around 
many  times  over  Negro  entry  into  the  building  crafts  be- 
fore the  summer  of  1966.  Little  progress  had  been  made 
and  frustrations  were  mounting.  The  CRB  had  nought  con- 
tinually to  breech  the  gap  between  the  craft  unions  and  the 
Negro  community.  Its  efforts  been  extensive  yet  its 

placement  results  were  disappointing.  Consequently,  it$ 
staff  and  its  operations  have  been  attacked  from  both 
sides:  from  the  unions  for  aggressiveness,  from  the  civil 

rights  groups  for  timidity.  With  many  quarters  arguing 
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the  issue  hut  few  offering  remedies,  the  CRB  should  he 
congratulated  for  its  limited  accomplishments.  It  has 
not  had  much  assistance  from  any  group,  not  even  the  city 
government . 

The  year  1963  was  thought  hy  many  to  he  the 
year  in  which— after  ail  the  agreements  that  were  made  — 
the  door  to  greater  minority  participation  would  he  opened 
hut  1964  saw  little  accomplished  and  marked  the  beginning 
of  disillusionment  with  the  preparation  being  given  to 
youth  hy  the  school  system;  1965  was  the  year  of  munici- 
pal elections  during  which  all  parties  sought  to  avoid 
any  public  disorders  which  might  assist  the  opposition 
(the  incumbent  mayor  was  seeking  reelection  against  a 
strong  conservative  and  against  a Negro  independent) ; and 
1966  appears  to  he  one  of  renewed  interest  in  the  issue 
of  integration  in  all  facets  of  city  life.  Apprentice- 
ship will  certainly  he  included.  Accordingly,  it  is  un- 
likely that  the  city  government  can  continue  to  placate 
civil  rights  groups  with  its  past  reliance  upon  mediatory 
settlements  alone.  Far  greater  public  support  must  be 
given  to  the  CRB  hy  the  city  government  if  the  agency  is 
going  to  he  able  to  maintain  any  semblance  of  confidence 
among  minority  groups. 


By  the  same  token,  some  other  civil  rights 
agency,  preferably  a private  group  like  the  NAACP  and 
the  Urban.  League,  should  supplement  the  CRB1  s recruiting 
efforts.  More  attention  needs  to  be  placed  upon  qualita- 
tive selection  and  less  upon  quantitative  supply  of  appli- 
cants. In  the  past,  it  Seems,  the  CRB  has  spent  too  much 
time  and  efforts  in  trying  to  place  almost  anyone  who  ex- 
pressed the  slightest  interest  in  apprenticeship.  There 
is  little  indication  of  any  type  of  prescreening.  Given 
the  fact  that  the  AIC  in  the  city  has  been  so  inept,  how- 
ever, one  cannot  blame  the  CRB  for  being  somewhat  lax  in 
its  screening  of  applicants.  This  is  a job  that  the  AIC 
should  be  doing.  The  CRB  staff  has  only  limited  capabili- 
ties to  make  judgments  concerning  aptitudes  and  vocational 
interests.  Yet  the  complete  failure  of  the  AIC  has  meant 
that  the  CRB  has  had  to  fill  the  vacuum.  As  a result,  it 
is  clear  from  the  records  presented  of  its  own  activities 
( see  Table  6-4)  and  from  many  of  our  interviews  that  too 
many  of  the  CRB's  recruits  lacked  either  awareness,  moti- 
vation, or  interest  in  apprenticeship.  Placement  results 
are  correlated  with  the  quality  of  the  applicants.  It 
would  seem  more  appropriate  for  the  CRB  to  concentrate  on 
bringing  the  city'  s resources  to  bear  on  getting  qualified 
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Negroes  into  apprentice  programs  and  let  other  civil 
rights  agencies  or  organizations  recruit,  screen,  tutor, 
and  refer  applicants.  The  MAP  project  may  represent  a 
beginning  step  in  this  direction.  Its  experience  with 
Local  38  could  prove  to  be  of  special  significance. 

Local  38  had  become  a symbol  of  past  intransigency  to 
civil  rights  groups,  but  its  business  manager,  George 
Chappie,  told  us:  '*  Our  problems  are  over  with  discrimina- 

tion. This  is  not  going  to  be  a problem  with  us.  All  we 
demand  is  that  the  individual  be  qualified."  In  addition, 
Will.! - m Hirsch,  business  agent  for  Local  38  stated  during 
.n  interview  that  he  considers  his  local  to  be  "one  of  the 
most  progressive  locals  in  the  IBEW"  and  that  "we  consider 
ourselves  second  only  to  Local  3 in  New  York."  It  appears 
that  the  early  results  from  MAP1  s efforts  to  upgrade  the 
caliber  of  the  Negro  applicants  may  provide  the  opportunity 
to  prove  the  validity  of  these  opinions  by  the  Local1  s 
officials. 

Lastly,  some  mention  needs  to  be  made  concerning 
the  role  of  BAT  and  of  the  AIC  in  the  city.  In  no  other 
city  studied  by  this  project  was  a more  negative  impres- 
sion demonstrated  by  such  agencies  toward  a resolution  of 
the  civil  rights  controversy.  From  BAT  little  cooperation 
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was  expected  and  less  was  received.  The  AIC,  by  the  same 
token,  was  visualized  by  the  Negro  leaders  in  the  com- 
munity to  be  an  agency  to  supply  the  information  needed 
on  how,  when,  and  where  to  apply  for  apprenticeship.  With 
out  this  minimal  data,  it  is  impossible  even  to  begin  to 
make  progress.  The  AIC,  however,  has  not  been  able  to 
gain  the  support  from  the  unions  nor  has  it  sought  to  co- 
operate w?th  the  CRB.  Indeed,  it  is  difficult  to  ascer- 
tain just  what  it  is  doing  to  justify  its  existence. 


CHAPTER  VII 


PITTSBURGH 


Introduction 

Although  the  I960  Census  reported  Pittsburgh*  s 
population  of  604,332  to  he  16.8  percent  Negro,  it  also 
reported  that  Negroes  constituted  only  4.7  percent  of 
those  employed  in  the  city*  s construction  industry  ( see 
Table  7-1),  which  was  the  lowest  of  any  of  our  study 
cities.  The  smallness  of  the  degree  of  Negro  participa- 
tion is  further  indicated  by  the  fact  that  while  65  per- 
cent of  the  Negroes  employed  in  the  industry  were  in  the 
laborer  and  plasterer  and  cement  occupations,  Negroes  ac- 
counted for  only  13.6  percent  of  all  laborers  and  only 
10.7  percent  of  all  plasterers  and  cement  masons  in  the 
area.  In  no  other  city  have  these  figures  been  so  small. 
Thus,  neither  the  union  ( commercial  and  industrial  con- 
struction) or  nonunion  (residential)  sector  of  the  indus- 
try have  afforded  opportunities  for  Negroes  to  find  any 
meaningful  degree  of  employment. 
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Statistics  on  the  Degree 
of  Negro  Participation 

Table  7-2  presents  the  data  that  is  available 
through  1964  for  both  nonwhite  journeymen  and  apprentices. 
The  figures  show  virtually  no  Negro  apprentices.  The  only 
known  additional  Negro  apprentices  admitted  since  1964  are 
one  Negro  in  the  Operating  Engineers  program,  two  in  the 
Sheet  Metal  Workers,  one  in  the  Lathers,  four  in  the  Car- 
penters, one  in  the  bricklayers,  and  three  in  the  painters. 
As  elsewhere,  moreover,  it  took  considerable  governmental 
and  civil  rights  activity  to  produce  even  these  meager  re- 
sults. As  of  October,  1966,  there  are  no  Negro  appren- 
tices in  the  plumbers,  electricians,  pipefitters,  or  iron- 
workers . 
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Special  Activities 

On  June  17,  1965,  a special  meeting  was  called  by 

Pittsburgh’s  Mayor  Joseph  M.  Barr  of  the  City  Commission 
on  Human  Relations,  the  Human  Relations  Committee  of  the 
Building  Trades  Council,  and  representatives  of  the  Master 
Builders’  (As soc iat ion . At  the  meeting,  a resolution  was 
presented  that  had  been  unanimously  adopted  at  a June  12, 
1963,  meeting  of  the  Building  Trades  Council.  The 
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SOURCE:  Commission  on  Human  Relations,  City  of  Pittsburgh. 
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| resolution  stated  the  intention  of  the  council  to  cooper- 

ate with  the  Commission  " in  the  Commission'  s primary  ob- 
jective of  eliminating  discrimination  in  the  employment  of 
persons  in  the  building  and  construction  industry  where  it 
exists  . . " 1 A special  subcommittee  was  appointed  to 

implement  the  declaration.  An  interim  report  was  released 
by  the  subcommittee  on  July  8,  1963,  which  stated  that 
meetings  had  been  held  with  all  the  major  unions  within 
the  Building  Trades  Council  (with  the  exception  of  IBEW 
Local  5) . All  of  those  except  IBEW  Local  5 gave  their  as- 
| surance  of  intention  to  comply  with  the  resolution.  On 

July  23,  1963,  IBEW  Local  5 concluded  a similar  agreement 
| with  the  committee.  The  subcommittee  viewed  the  partici- 

i 

pation  of  the  major  craft  unions  "as  evidence  of  their  de- 
sire to  cooperate  and  to  implement  a positive  program." 

'i 

I 

It  was  felt,  however,  that  the  ultimate  resolution  of  the 
problem  rested  with  an  improvement  in  the  extensive  unem- 
ployment problem  in  the  Pittsburgh  construction  industry. 

On  July  15,  1963,  the  Pennsylvania  Human  Rela- 
tions Commission  ordered  " seven  all  white  local  craft 


1 Mimeographed  copy  of  the  Resolution  adopted 
June  12,  1963,  by  the  Building  Trades  Council  of  Pitts- 
burgh and  Vicinity. 
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unions  in  the  Pittsburgh  area  ...  to  begin  admitting 
Negroes  to  membership  and  to  apprenticeship  training  pro- 
grams. " 2 The  sever,  unions  were  IBEW  Local  5,  Ironworkers 
Local  3,  Asbestos  Workers  Local  2,  Elevator  Constructors 
Local  6,  Painters  Local  751,  Plumbers  Local  27,  and  Steam- 
fitters  Local  449.  Of  the  22  witnesses  appearing  the  first 
day  of  the  Commission’ s proposed  three-day  hearings  on 
discrimination  by  the  unions,  five  were  Negro  electricians 
and  two  were  Negro  plumbers  who  claimed  that  they  had  been 
denied  membership  because  of  their  race.  On  the  second 
day  of  hearings,  the  seven  unions  decided  not  to  contest 
their  cases  any  further  and  to  allow  the  Commission  to 
enter  an  order  against  them.  Charges  against  Roofers 
Local  37  and  Sheet  Metal  Workers  Local  12  were  dismissed 
earlier  "when  it  was  established  that  their  membership 
[was]  integrated."3  The  Commission  ordered  the  unions  to 
accept  qualified  journeymen  immediately;  to  permit  neutral 
observers  appointed  by  the  Commission  to  be  present  at 
written,  oral,  and/or  performance  examinations;  to  admit 
on  a nondiscr iminatory  basis  qualified  applicants  to 

2News  release  issued  by  the  Pennsylvania  Human 
Relations  Commission,  Harrisburg,  Pennsylvania,  July  15, 
1963,  P'.  1. 

3Ibid . , p.  3. 
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apprenticeship  programs;  to  accept  an  appropriate  number 
of  nonwhite  applicants  in  all  future  apprenticeship 
classes;  and  to  present  on  request  written  statements  of 
the  nonwhite  applicants,  rejectees,  and  acceptees  into  ap- 
prenticeship classes  for  the  next  two  years. 

Late  in  1963,  demonstrations  were  conducted  by 
civil  rights  groups  against  the  Carpenters*  District  Coun- 
cil and  the  Masters  Builders'  Association.  It  was  alleged 
that  Negro  members  of  the  Council  were  unable  to  secure 
work  with  contractors  who  had  agreements  with  the  union. 

In  early  spring,  1964,  a meeting  was  held  between  the 
parties  out  of  which  came  an  agreement  by  the  Master  Build- 
ers' Association  to  place  all  "card  carrying  Negro  Car- 
penters" referred  to  the  Association. 

In  1965,  the  Commission  on  Human  Relations  ( CHR) 
issued  a report,  entitled  the  Status  of  Negroes  in  Craft 
Unions  . . . Pittsburgh  Labor  Market,  which  sought  to 

portray  developments  in  this  industry  since  the  1965  agree 
ment.  A summary  of  the  CHR' s findings  was  presented 
earlier  in  Table  7-2.  The  Commission  was  hopeful  that 
Negroes  could  enter  apprenticeship  because  ( l)  it  offered 
training  in  all  aspects  of  a trade,  (2)  it  had  an  esca- 
lating wage  scale  that  provided  an  incentive  for  the 
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trainee  to  continue,  and  (3)  the  programs  are  supervised 
by  State  and  Federal  Bureaus  of  Apprenticeship  and  Train- 
ing,, It  concluded  from  its  survey,  however,  that  "gen- 
erally the  unions  which  have  desegregated  their  appren- 
tice programs  represent  the  'trowel  trades.'"  4 The  report 
attributed  the  low  number  of  Negro  applicants  to  be  the 
results  of  ( l)  a lack  of  motivation  by  Negro  youth  as  a 
result  of  the  past  practices  of  these  unions,  and  (2)  an 

1 

unawareness— due  to  their  low  participation  in  the  pro- 
grams--of  the  opportunities  to  be  realized.  With  respect 
to  journeymen,  the  report  concluded  that  the  pattern 
paralleled  that  of  the  intake  of  Negro  apprentices. 

The  second  significant  development  in  1S65  was  a 
court  ruling  upholding  the  legality  of  the  City'  s Fair 
Employment  Ordinance.  The  specific  case,  City  of  Pitts- 
burgh vs.  Plumbers  Local  Union  No.  27,  found  the  union 
guilty  of  discriminating  against  two  Negro  nonunion  jour- 
neymen who  sought  admission  to  the  local.  Local  27,  which 
was  fined  $400,  announced  plans  to  appeal  the  verdict  to 
a higher  court,  but  later  relented  and*  gave  an  examination 

4Status  of  Negroes  in  Craft  Unions  . . . Pitts- 
burgh Labor  Market^  Special  Report  of  the  Commission  on 
Human  Relations,  1965,  p.  10. 
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to  the  two  applicants  with  CHR  observers  present.  Out  of 
a possible  100  points,  one  applicant  scored  19  and  the 
other  14.  The  fact  that  both  had  failed  was  recognized 
by  all  observers  and  there  was  no  charge  of  unfairness. 

In  the  summer  of  1966,  Plumbers  Local  27  announced  that  it 
would  form  its  first  apprentice  class  in  over  five  years. 
Applications  were  accepted  until  August  15,  1966,  and  se- 
lection proceedings  will  begin  shortly  afterward. 

\ 

The  Master  Builders  Association  has  adopted 
several  resolutions  pertaining  to  equal  opportunity  for 
minorities.  It  is  not  clear,  however,  just  what  power 
the  association  has  over  the  practices  of  the  individual 
contractors.  Very  little  it  seems.  Moreover,  it  does  not 
seem  that  the  association  feels  that  it  has  any  obligation 
to  undertake  affirmative  recruiting  efforts. 

In  August,  1965,  civil  rights  groups  staged 
demonstrations  at  the  office  of  IBEW  Local  5 and  the  Pitts 
burgh  Public  Housing  Authority  in  an  effort  to  obtain  ac- 
cess for  Negro  electricians.  During  the  summer  of  1966, 
Local  5 gave  its  qualification  examination  to  about  200 
applicants  of  which  about  15  were  Negroes.  The  results 
are  yet  to  be  released. 
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Remedial  Programs 

Prior  to  October,  1S66,  Pittsburgh  did  not  have 
an  AIC.  As  of  that  date  a federally  funded  and  state  ad- 
ministered AIC  was  established.  Only  the  future  can  tell 
whether  or  not  it  will  be  of  any  as Ji stance.  There  was  not 
much  interest  expressed  about  such  an  agency  during  our 
interview  work.  In  fact,  Mr.  Edward  E.  Smith,  Director  of 
Job  Development  for  the  local  Urban  League,  said  that  "an 
AIC  is  not  an  answer  because  it  only  goes  through  the  mo-  ! 
tions." 

The  CHR  has  been  at  the  center  of  activities  to 
get  Negroes  into  apprenticeship  programs.  Most  unions  in- 
form the  CHR  when  they  are  planning  to  conduct  classes, 
the  qualifications  needed,  and  the  places  to  apply.  More- 
over, the  CHR  has  actively  recruited  Negro  applicants  for 
• lese  classes.  The  Commission  has  had  an  observer  present 
at  a 13.  written  tests  and  has  a follow-up  procedure  to  find 
out  such  things  as  why  some  applicants  fail,  to  show  up  for 
exams  or  drop  out  of  classes. 

The  CHR  has  done  an  excellent  job  in  documenting 
its  work.  Unfortunately,  despite  an  aggressive  attempt 
to  seek  out  recruits  and  to  chaperone  potential  applicants, 
the  Commission  has  had  little  success  in  obtaining 
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applicants  for  the  building  trades.  In  1965,  for  example, 
the  CHR  attempted  to  recruit  applicants  for  the  Operating 
Engineers  by  writing  letters  to  60  recent  graduates  of  four 
predominately  Negro  high  schools*  None  of  these  60,  whose 
names  were  obtained  from  the  schools'  head  counselors, 
planned  to  go  on  to  college.  Thirty-seven  of  these  high 
school  graduates  responded  to  the  CHR  and  were  given  de- 
tailed instructions  on  application  procedures  for  the 
Operating  Engineers  program.  All  37  promised  to  apply; 
only  five  did.  Of  the  five,  only  four  showed  up  to  take 
the  written  examination.  Two  of  these  flunked,  two  passed 
and  were  admitted,  but  one  of  these  has  subsequently 
dropped  out  of  the  program.  The  CHR  staff  then  went  back 
to  find  out  what  happened  to  those  who  said  they  would 


take  the  test  but  didn't;  29  were 


1 Afto  4*  a rl 
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A staff  offi- 


cial said  he  was  "flabbergasted"  at  the  excuses  he  re- 
ceived: "they  were  absurd."  Some  were:  "they  forgot," 

"they  overslept,"  "they  got  another  job,"  and  "many  just 
didn't  have  an  excuse." 

Similar  experiences  can  be  related  with  almost 
every  program  in  Pittsburgh.  For  example,  IBEW  Local  5-- 
the  target  of  demonstrations  in  1965--has  had  similar  ex- 
periences. In  1963,  IBEW  Local  5 extended  by  three  months 


its  period  for  accepting  applications  after  it  had  been 
pressured  to  open  up  its  program.  Three  Negroes  applied. 

Of  the  three,  one  failed  to  appear,  one  failed  the  test, 
one  passed  the  test  and  was  offered  a position  in  the 
class  only  to  turn  it  down  to  accept  a job  as  a messenger 
at  a utility  company.  In  1964,  three  more  applied.  Two 
failed  the  test,  one  did  not  appear.  In  1965,  none  applied 

It  seems  that  except  for  the  CHR,’  no  other 

1 

group  has  had  an  inclination  to  undertake  the  difficult 
task  of  recruitment.  Many  are  concerned  with  the  issue 
but  it  seems  that  they  are  doing  little  to  supply  names 
for  positions  in  the  building  trades.  It  may  be  that  their 
implicit  withdrawal  is  indicative  of  a feeling  of  futility. 
The  Urban  League,  for  example,  has  abandoned  the  building 
crafts  and  has  been  supplying  applicants  only  to  the  in- 
dustrial apprenticeship  programs--especially  at  Westing- 
house  m the  area.  While  it  had  no  precise  figures  to 
support  its  claims,  the  Urban  League  attributed  its  suc- 
cess at  Westi^ghouse  to  the  fact  that  a Negro  who  had 
succeeded  in  ,he  program  came  and  spoke  personally  in 
of  the  high  schools. 


some 
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General  Conclusions 

With  the  incredibly  small  degree  of  participation 
by  Negroes  in  the  construction  industry,  the  problem  of 
entry  into  the  trades  is  made  more  acute  in  Pittsburgh 
than  elsewhere.  In  other  cities,  there  is  often  an  oppor- 
tunity in  the  nonunion  sector  for  Negroes  to  become  ac- 
quainted with  building  trades  occupations.  Such  is 
clearly  not  the  case  in  Pittsburgh.  Until  October,  1966, 
the  responsibility  for  spreading  information  concerning 
apprenticeship  has  fallen  upon  the  CHR.  As  is  usual,  the 
Commission  has  a multitude  of  duties  and  responsibilities 
to  perform  but  it  has,  nonetheless,  devoted  a good  part 
of  its  attention  to  this  area.  Prior  to  the  coming  of 
the  AIC,  the  CHR  has  had  to  perform  the  tasks  of  promoting 
apprenticeship;  gathering  and  disseminating  pertinent  data 
on  entrance  requirements  and  testing  dates;  recruiting 
applicants;  counseling  applicants;  supervising  tests; 

i ' 

following  up  on  fail-to-shows,  rejectees,  and  placements; 
and  publishing  reports  on  developments  in  the  city. 

Given  the  experiences  of  most  of  the  other  AICs,  it  is 
likely  that  the  CHR  will  have  to  remain  active  in  this 
area.  With  the  possible  exception  of  Cleveland,  there  is 
no  Commission  in  any  city  included  in  this  report  that  has 


tried  more  thoroughly  and  valiantly  to  resolve  this  issue 
but  which  has  received  less  cooperation  from  either  unions 
or  civil  rights  groups.  The  city  is  fortunate  to  have 
such  a dedicated  body  in  its  midst;  it  is  a shame  it  does 
not  receive  greater  support. 
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CHAPTER  VIII 
CINCINNATI 


Introduction 

Located  in  the  southwestern  tip  of  Ohio,  the 
city  of  Cincinnati  has  a metropolitan  population  of  about 
a million  people,  about  one-half  of  whom  live  in  the  cen- 
tral city  itself.  The  Negro  population  is  about  125,000 
with  approximately  85  percent  of  this  number  residing  in 
the  central  city. 

Cincinnati  advertises  itself  as  the  "gateway  to 
the  South. " Conversely,  it  could  as  well  be  named  "the 
gateway  to  the  North."  It  has  long  been  a stopping  off 
place  for  Negroes  migrating  to  the  North  from  the  deep 
South.  Many  moved  no  further.  The  same  pattern  can  be 
noted  for  numerous  Appalachian  whites  who  have  similarly 
migrated  into  the  city.  The  negative  attitudes  on  inte- 
gration held  by  many  of  these  whites,  who  comprise  a sub- 
stantial portion  of  the  labor  force,  is  felt  to  represent 
a strong  crosscurrent  against  the  advancement  of  equal 
opportunity . 
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It  should  be  understood,  however,  that  the 
jurisdiction  included  by  the  building  trades  unions  is 
not  restricted  solely  to  uhe  confines  of  the  city*  Their 
members  are  drawn  from  and  their  work  is  performed  in  a 
three  state  area:  Southwestern  Ohio,  Southeastern  Indiana, 

and  Northern  Kentucky*  Within  the  16  county  area  covered 
by  the  Cincinnati  Building  Trades  Council,  the  Negro  popu- 
lation is  estimated  to  be  about  7 percent. 

The  Cincinnati  economy  was  originally  centered 
around  the  tanning  industry.  Employment  in  this  industry-- 
noted  for  its  distasteful  working  conditions— —was  histori- 
cally dominated  by  Negroes.  With  the  disappearance  of 
tanning  and  the  subsequent  decline  of  the  low  wage  clothing 
industry,  many  traditional  job  opportunities  for  Negroes 
vanished.  In  more  recent  times,  the  economy  has  been 
dominated  by  manufacturing  enterprises  with  over  35  per- 
cent of  the  employment  opportunities  in  the  city  found  in 
this  sector.  Manufacturing  expansion,  however,  has  come 
mainly  from  the  enlargement  of  existing  companies  rather 
than  from  the  introduction  of  new  firms  or  industries. 

Many  Negroes  have  found  employment  in  the  non- 

9 / 
union  sector  of  the  construction  industry.  Table  8-1' shows 

that  about  17.3  percent  of  those  employed  in  the  industry 
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in  1960  were  Negores.  Although  this  proportion  was  the 
fourth  highest  of  the  ten  cities  studied,  it  was  the  high- 
est of  the  six  northern  cities  surveyed.  Yet,  as  else- 
where, a closer  inspection  shows  the  familiar  pattern  that 
the  Negroes  were  concentrated  in  the  cement  mason,  plas- 
terer, and  laborer  occupations.  In  fact,  75  percent  of 
the  Negroes  employed  in  the  industry  were  in  these  three 
job  classifications. 

1 

Negro  Participation  in  Selected  Unions 
and  Apprentice  Programs 

Table  8-2  shows  that  in  the  Fall,  1965,  there 
were  only  21  Negro  apprentices  out  of  a total  of  439  in 
the  city.  While  Negro  figures  represent  4.7  percent  of 
the  total,  it  should  be  noted  that  19  of  the  Negro  appren- 

i 

tices  (or  90  percent  of  their  total)1  were  members  of  three 
traditionally  accessible  trades:  the  carpenters,  cement 

I 

masons,  and  roofers.  The  pattern  of  Negro  participation 

i 

j 

in  Cincinnati,  therefore,  conforms  to  that  of  the  other 

i 

study  cities. 

I 

i 

i 

i 

Unionism  and  Apprenticeship 

According  to  regional  officials  of  the  Bureau 

4 

of  Apprenticeship  and  Training,  Cincinnati  "is  not  a strong 
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TABLE  8-2 

NEGRO  PARTICIPATION  IN  APPRENTICESHIP  PROGRAMS 
IN  SELECTED  BUILDING  TRADES 
UNIONS  IN  CINCINNATI 
FALL,  1965 


Union 

Total 

Union 

Membership 

Total 

Apprentices 

Total 

Negro 

Apprentices 

» 

Bricklayers  / 

550 

16 

0 

Carpenters  j 

i 

Cement  Masons  j 

2,659 

58 

9 

334 

7 

4 

Roofers  / 

212 

39 

6 

IBEW  / 

/ 

725 

10  2 

0 

( 

Elevator  Con;/bructors 

110 

0 

0 

Operating  Ei/gineers 

1,100 

0 

0 

T 

Painters  / 

t 

167 

15 

0 

Pipefitter f, 

1 

750 

49 

0 

Plasterer j 

110 

9 

0 

I 

P lumber s^ 

f 

495 

48 

0 

f 

Reinfor/ed  Ironworkers 

182 

12 

1 

/ 

Sheet  7e tal  Workers 

/ 

Struc/aral  Ironworkers 

i 

/ 

j 9 

7 50 

56 

1 

418 

28 

0 

SOURCE:  Ohio  Civil  Rights  Commission 
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union  town."  This  characteristic  stems,  in  part,  from 
the  heritage  of  the  German  management-oriented  settlers 
in  the  area.  Today,  with  respect  to  the  building  trades, 

t 

the  line  of  demarcation  in  construction  work  is  clearly 
drawn.  Commercial  and  industrial  construction  is  the 
domain  of  union  workj  residential  construction  for  non- 
union work.  As  indicated  earlier,  many  Negroes  have  found 
employment  in  the  nonunion  sector  where  the  work  is  more 
regular  but  at  lower  wages.  In  recent  years,  according 
to  a Cincinnati  AFL-CIO  spokesman,  commercial  construction 
activity  in  the  city  has  failed  to  keep  pace  witt  the  na- 
tional trends  in  the  industry.  He  states  that: 

Between  1958-1964  employment  in  the  construc- 
tion trades  was  up  12  per  cent  in  the  U.S.  but  down 
six  per  cent  in  Cincinnati.  The  whole  economic  pic- 
ture is  bleak  here.1 * * * 

As  a result,  the  Cincinnati  Building  Trades  Council  stated 
in  1965  that: 

It  is  a fact  that  normally  the  construction 
market  would  be  training  1,500  to  2,000  apprentice 


1Sidney  E.  Eisner,'  "Rights  Groups  Prepare  to 

Test  Labor,"  The  Plain  Dealer.  October  11,  1965  (Statement 

is  attributed  to  Mr.  A1  Bilick,  President,  Cincinnati 

AFL-CIO  Labor  Council) . 9 


craftsmen.  Lack  of  construction  work  and  automation 
have  reduced  the  opportunities  for  apprentices  and 
there  are  now  less  than  500  apprentices  in  training.2 

Thus,  it  seems  that  the  mounting  civil  rights  activities 
to  get  Negroes  into  apprenticeship  programs  came  at  a time 
of  limited  apprenticeship  opportunities. 

Apprentice  programs  in  the  state  are  administered 
through  a state  program  known  as  the  Ohio  Plan.  Qualifica- 
tions and  procedures  for  selection  into  apprenticeship  must 
he  approved  by  the  State.  Under  these  provisions.,  channels 
are  established  for  appeals  from  selection  decisions  by 
local  JAC’s  considered  to  be  discriminatory.  To  date, 
however,  there  he.s  not  been  a single  such  complaint  filed. 
In  fact,  it  is  unlikely  tha4,  there  ever  will  be,  which 
only  serves  to  demonstrate  the  futility  of  these  supposed 
safeguards.  The  breakdown  occurs  because  the  appeal  pro- 
cedure is  a lengthy  and  expensive  process.  Moreover,  in- 
dividual complaints  of  discrimination  are  almost  impossible 
to  prove.  Cincinnati  civil  rights  groups  consider  it  far 
more  realistic  to  move  against  patterns  of  discrimination, 
which  has  been  the  tact  followed  in  their  challenges. 

2Sidney  E.  Eisner,  "Cincinnati  Catholics  in 
Vanguard  of  Civil  Rights  Fight, " The  Plain  Dealer,  Octo- 
ber 12,  1965,  p«  13AA. 


In  January,  1952,  the  City  Council  of  Cincinnati 
began  an  investigation  of  racial  discrimination  in  employ- 
ment in  its  metropolitan  area.  The  Mayor's  Friendly  Rela- 
tions Committee  (MFRC)  was  entrusted  with  the  responsi- 
bility of  carrying  out  the  mandate  of  the  Council.  The 
MFRC,  in  turn,  requested  Professor  Alfred  Kuhn  of  the  De- 
partment of  Economics  at  the  University  of  Cincinnati  to 
conduct  the  study.  In  his  report,  which  was  published  by 
the  MFRC,  discrimination  by  labor  unions  was  strongly  at- 
tacked as  indicated  by  his  conclusion  that  "a  rather  clear 
pattern  [of  discrimination]  exists  with  many  AFL  unions, 
particularly  in  the  building  trades.”3  Specifically  the 
report  stated: 


Within  the  unionized  construction  field,  Negroes 
are  found  exclusively  (or  with  negligible  exception) 
only  on  common  labor  jobs,  skilled  jobs  being  white 
only.  The  Hod-Carriers  and  Building  Laborers  Union 
has  about  75  per  cent  Negro  membership.  On  the  other 
hand,  the  Carpenters,  Bricklayers,  Plasterers,  Painter 
Electricians,  Plumbers,  and  Steamfitters  are  exclu- 
sively (or  with  negligible  exception)  white.  Since 
there  are  a fair  number  of  Negroes  doing  the  skilled 
jobs  for  non-union  contracting  firms,  and  since  many 


3Report  Concerning  Racial  Discrimination  in  Em- 
ployment in  the  Cincinnati  Area  (Including  a "Condensation 
of  a Research  Study  of  the  Problem,”  by  Alfred  Kuhn),  The 
Mayor's  Friendly  Relations  Committee,  April,  1953,  p.  10 
(of  the  "Condensation"). 


226 


jj  contractors  accept  Negroes  for  the  common  labor  jobs, 

|!  seems  highly  unlikely  that  all  union  contractors 

j|  adamantly  refuse  to  hire  Negroes  for  any  skilled 

classification.  It  seems  reasonable  to  conclude  that 
these  unions  have  consciously  and  systematically  ex- 
cluded Negroes.4 


By  1963  it  seemed  clear  to  local  civil  rights 
groups  that  little  progress  had  occurred  in  alleviating 
the  issue.  Thus,  in  part  due  to  the  enactment  of  a state 
Fair  Employment  Practices  Act  in  1959;  in  part  due  to  this 
lack  of  improvement  of  the  earlier  diagnosed  problem  by 
the  Kuhn  report;  and  in  part  due  to  the  increasing  momen- 
tum generated  by  the  accelerating  national  civil  rights 
movements,  the  issue  was  in  the  spotlight  of  city  attention. 

In  late  May  of  1963,  the  National  Association 
for  the  Advancement  of  Colored  People  ( NAACP)  chapter  in 
the  city  threatened  to  conduct  demonstrations  to  protest 
alleged  discrimination  by  the  building  crafts  at  the  site 
of  the  new  Federal  Building.  Earlier  in  that  same  month 
violence  had  broken  out  in  Philadelphia  over  this  very 
issue.  Fearing  a similar  fate  in  Cincinnati,  urgent  nego- 
tiations began  between  MFRC,  the  building  craft  unions, 
the  building  contractors,  the  NAACP,  and  government  officials 


4Ib id . (emphasis  contained  in  the  original). 
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(federal,  state,  and  local).  After  seven  weeks  of  nego- 
tiations by  the  direct  participants,  the  formation  of  a 
special  committee  of  volunteers  (known  as  the  "Leadership 
Committee"),  and  a renewed  threat  of  demonstrations,  a 
declaration  of  future  equal  opportunity  in  "jobs  and  train- 
ing" was  signed  by  the  Building  Trades  Unions.5  Contained 
in  the  pledge  were  such  laudatory  statements  as  "to  work 
toward  the  correction  of  economic  injustices  to  the  mem- 
bers of  all  minority  groups  ...  to  accept  into  member- 
ship any  applicant  who  meets  the  required  qualifications 
regardless  of  race  ...  to  accept  apprentice  applications 
in  accordance  with  their  qualifications  and  there  shall  be 
no  discrimination-  ..."  To  supervise  the  implementation 
of  these  pledges,  the  eight-man  Leadership  Committee  was 
to  continue  in  existence. 

Between  July,  1963,  and  the  Spring  of  1965,  the 
major  accomplishment  of  the  Leadership  Committee  was  the 
establishment  in  April,  1964,  of  an  Apprenticeship  Infor- 
mation Center  (AIC)  in  the  city. 

In  May,  1964,  the  MFRC  sent  a questionnaire  to 
all  of  the  building  trades  unions  in  the  Cincinnati  area. 


SMFRC  "The  Executive  Director’s  Report  for  May- 
June  and  July,  1963,"  pp . 1-2. 
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establish  a 


The  purpose  of  this  questionnaire  was  to 
benchmark  from  which  future  developments  could  be  mea- 
sured. The  questionnaire  sought  to  elicit  the  number  of 
Negro  journeymen  and  Negro  apprentices  in  each  union  as 
of  that  date.  The  response  to  this  request  was  sketchy. 

In  fact,  the  files  of  the  MFRC  show  only  eight  responses 
( see  Table  8-3 ) . 

Beginning  in  1965,  the  NAACP  let  it  be  known 
that  it  was  extremely  dissatisfied  with  developments  since 
the  1963  accord.  The  organization  asked  for  a reactiva- 
tion and  expansion  of  the  Leadership  Committee.  The  com- 
mittee began  discussions  in  early  May. 

The  MFRC,  which  became  the  Cincinnati  Human 
Relations  Commission  ( HRC)  in  mid-May,  1965,  at  the  sug- 
gestion of  the  Leadership  Committee,  again  circulated  a 
questionnaire  to  all  unions  in  the  area  concerning  the 
number  of  Negro  journeymen  and  apprentices  on  their  ros- 
ters. This  time  the  data  was  held  confidential  although 
it  is  known  that  only  nine  of  the  25  unions  contacted 
bothered  to  reply. 

In  the  meantime,  two  developments  had  occurred. 
Early  in  1965,  "The  Committee  of  28"  was  formed.  Its  mem- 
bership consists  of  14  whites  and  14  Negroes  who  presumably 
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In  July,  1065,  meetings  of  the  Leadership  Com- 
mittee broke  off.  Since  its  reactivation  two  months 
earlier,  it  had  served  as  little  more  than  a forum. 

The  only  concrete  pledge  that  came  from  the  ten  meetings 
was  an  announcement  at  the  May  18th  meeting  by  the  plumbers 
local  that  they  would  admit  anyone  to  membership  who  ap- 
plied with  a city  license.  The  Urban  League  and  the  NAACP 
had  been  asked  to  supply  lists  of  potential  recruits; 
neither  did  so.  The  plasterers  and  the  bricklayers  an- 
nounced they  had  sought  unsuccessfully  to  organize  Negro 
contractors  because  they  would  not  agree  to  pay  the  union 
scale . 

In  early  August,  OCRC  announced  that  it  would 
conduct  a full  investigation  of  the  employment  practices 
of  100  contractors  and  47  local  unions  "to  determine  if 
there  is  a discriminatory  pattern  or  practice  with  regard 
to  race  and  color  in  the  Cincinnati  area.  1,6  During  the 
week,  demonstrations  over  the  issue  broke  out  in  the  city. 
Led  by  members  of  CORE  and  the  NAACP,  "sit-ins,"  sleep- 
ins,"  and  a march  to  the  building  site  of  a forthcoming 
convention  center  (which  had  been  cleared  by  federal  urban 

6"Press  Release  of  Ohio  Civil  Rights  Commission," 
August  10,  1965,  p.  1. 
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renewal  funds)  took  place.  A few  weeks  later,  demonstra- 
tions were  also  conducted  at  a construction  site  at  the 
University  of  Cincinnati. 

As  a result  of  the  demonstrations  and  against 
the  backdrop  of  the  Watts  crisis  in  Los  Angeles,  which 
broke  out  during  the  same  week,  the  HRC  convened  an  Emer- 
gency Task  Force  (ETF).  The  ETF  held  its  first  meeting 
on  August  13,  1965.  Out  of  the  meeting  two  problem  areas 
were  designated: 

1*  Are  there  competent  workers  available  and  willing 
to  fill  these  jobs? 

2.  Were  there  currently  any  jobs  for  Negroes  in  the 
construction  trades? 

Shortly  afterward  two  subcommittees  were  formed:  one  was 

called  the  Talent  Search  Committee  and  the  other  the  Job 
Availability  Committee. 

The  Talent  Search  Committee  (chaired  by  the 
Negro  President  of  the  Hod-Carriers  Union)  began  by  con- 
centrating its  efforts  on  Negro  journeymen  either  working 
for  nonunion  Negro  contractors  or  journeymen  in  unionized 
construction  trades  (as  laborers)  who  have  familiarity 

i 

with  the  industry  and  whose  skills  were  potentially  trans- 
ferable to  other  trades.  After  a series  of  crash  effortB, 
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which  included  the  use  of  door-to-door  handbills  in  Negro 
communities,  a series  of  community  meetings,  radio  announce- 
ments on  predominately  Negro  oriented  radio  stations,  and 
a city-wide  rally,  the  Committee  reported  in  late  September 
that  it  had  recruited  37  potential  apprentice  applicants 
and  36  potential  journeymen.  This  list  was  later  expanded 
to  include  58  potential  apprentice  applicants  and  105  po- 
tential journeymen.  Out  of  this  list  of  names,  12  poten- 
tial apprentices  were  referred  to  JA'i’s  find  five  journey- 
men to  the  unions.  From  this  number,  two  carpenter  jour- 
neymen and  two  apprentice  rodmen  were  accepted. 

With  respect  to  the  Job  Availability  Committee, 
it  was-~according  to  its  cha irman-- nnot  very  successful." 

Its  failure  was  blamed  on  union  intransi  gency  and  employer 
fear  of  union  retaliation  in  the  way  of  slowdowns • 

Following  the  * apparent  failure  of  these  subcom- 
mittees to  produce  tangible  results  and  with  a prediction 
by  one  civil  rights  spokesman  that  "all  Hell  is  going  to 
break  loose  in  thej  Spring  [of  1966],  " the  Cincinnati  Mu- 
nicipal Youth  Commission  (whose  activities  are  concentrated 
on  increasing  the  employability  of  disadvantaged  youths) 
applied  to  the  Department  of  Labor  for  a grant  to  train 
150  youths  and  adults. 
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was  to  prepare  the  150  to  qualify  for  apprenticeship  or 
journeymen  status  by  the  opening  of  the  building  season 
in  the  Spring  of  1966.  The  project,  however,  was  scuttled 
after  a futile  attempt  to  obtain  federal  funding. 

In  place  of  the  youth  training  program,  a new 
proposal  has  been  substituted.  A cooperative  venture  com- 
posed of  union,  civil  rights,  and  local  government  bodies 
and  known  as  the  Greater  Cincinnati  Vocational  Foundation 
would  be  formed.  Primarily  the  envisioned  program  would 
concentrate  upon  upgrading  the  job  and  educational  skills 
of  insufficiently  trained  Negro  journeymen.  Through  such 
an  undertaking,  it  is  felt  that  the  chances  for  the  par- 
ticipants to  qualify  for  journeymen  status  in  unions  will 
be  enhanced.  The  participants,  interestingly,  would  be 
selected  by  the  HRC  and  not  by  the  employment  service. 
Funded  by  the  Department  of  Labor,  the  project  just  began 
as  the  writing  of  this  chapter  is  completed.  For  this 
reason,  obviously,  it  is  impossible  to  evaluate  the  impact 
of  the  project.  It  is  hard  to  imagine,  however,  that  it 
can  do  any  harm. 

On  October  8,  1965,  the  HRC  released  a report 
showing  the  number  of  Negroes  who  were  employees  of  the 
city  who  worked  in  the  skilled  building  trades.  The  report 
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disclosed  that  there  were  174  white  skilled  tradesmen  and 
one  Negro.  The  Negro  was  a cement  finisher. 

In  January,  1966,  all  of  the  members  of  the 
Building  Trades  Council  announced  they  would:  hold  open 

tests  for  journeymen;  notify  the  HRC  when  apprentice  appli- 
cations would  he  accepted;  and  make  public  announcements 
concerning  application  dates  and  details. 

The  announcement  had  little  impact  upon  civil 
rights  spokesmen  essentially  because  of  the  imminent  re- 
lease of  the  OCRC  findings.  In  fact,  developments  over 
the  issue  became  even  more  acute  as  positions  polarized. 

The  breakdown  came  to  a head  when  a newspaper  reporter 
was  found  to  have  sneaked  into  a closed  door  meeting  be- 
tween union  and  Department  of  Labor  officials.  After  a 
scuffle  and  a second  attempt  by  the  reporter  to, eavesdrop 
on  the  meeting  and  a second  scuffle,  negotiations  on  the 
topic  collapsed  completely.  All  parties  decided  to  await 
the  OCRC  report. 

On  February  24,  1S66,  the  CCRC  released  the 
findings  of  its  study.  Its  major  conclusion  was:  ’’There 

is  a pattern  of  racial  discrimination  in  the  Building 

1 

Trades  in  Cincinnati.”7  The  practices  of  contractors, 

7 ’’Racial  Discrimination  in  the  Cincinnati  Build- 
ing Trades,”  Report  issued  by  the  Ohio  Civil  Rights  Commis- 
sion, February  24,  1966,  p.  30. 


unions,  and  JAC's  were  criticized.  Contractors  were 
attacked  because  they  had  surrendered  their  employment 
decisions  to  the  unions;  unions  because  they  "practiced 
discrimination  by  ignoring  the  Negro  as  a potential  mem- 
ber of  the  building  trades  work  force";  and  JAC»s  because 
they  discouraged  Negro  applicants,  limited  or  discontinued 
programs,  maintained  impractical  standards,  and  failed  to 
give  adequate  public  promotion  to  recruitment  of  appren- 
ticeship classes.  Table  8-3,  shown  earlier,  indicates  the 
Commission’s  findings  concerning  the  degree  of  Negro  par- 
ticipation in  specific  apprenticeship  programs.  Much  of 
the  information  was  elicited  only  through  the  use  of  sub- 

i 

poena.  With  respect  to  the  IBEW,  Plumbers,  Pipefitters, 
Sheet  Metal  Workers,,  and  Ironworkers — whose  rolls  totalled 
2,738  members — there  was  not  a single  Negro  journeyman — 
and  only  one  Negro  apprentice.  Accordingly,  among  its 
remedial  recommendations,  the  report  suggested  that:  all 

parties  sign  a statement  on  equal  opportunity  by  April  1, 
1966;  the  City  of  Cincinnati  establish  a contract  com- 
pliance procedure  for  city  construction;  the  duties  of  the 
AIC  be  expanded  to  include  journeymen;  the  Cincinnati  Board 
of  Education  review  its  policies  regarding  discrimination 
and  the  use  of  its  training  facilities;  the  unions  and 
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JAC’s  continue  to  conduct  open  testing  with  public  an- 
nouncements of  qualifications,  requirements,  examination 
times,  and  dates;  and,  finally,  that  aggrieved  individuals 
seek  relief  through  Title  VII  of  the  Civil  Rights  Act  and 
the  directives  of  the  NLRB. 

The  Commission's  findings  did  not  center  upon 
any  particular  individual  (although  nine  charges  claiming 
discrimination  in  employment  in  the  construction  industry 
were  filed  by  aggrieved  individuals  with  tie  Commission 
during  the  course  of  its  investigation),  so  no  redress  or 
punitive  action  was  taken.  The  report  was  assailed  by 
some  labor  spokesmen.  The  criticisms  basically  were  that 
the  report  compared  union  membership  which  covers  16  coun- 
ties with  the  Negro  population  figures  of  the  Cincinnati 
area  alone;  there  were  no  specific  individuals  cited  as 
having  been  discriminated  against;  no  mention  was  made  of 
the  Negro  youths  who  have  declined  positions  offered  to 
them;  and  that  all  of  the  unions  are  accepting  referrals 
from  the  AIC  which  is  open  to  anyone  to  apply. 

With  respect  to  the  recommendations  of  the  OCRC, 
an  unsuccessful  attempt  was  made  by  the  Commission  to  have 
each  union  sign  the  nondiscrimination  "statement  of  under- 
standing" by  the  April  1,  1966,  deadline.  After  individual 
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consultation  with  those  who  would  not  sign,  it  was  agreed 
that  in  lieu  of  signing  another  pledge  (the  1963  statement 
still  being  in  effect) , 11  trades  agreed  to  give  an  open 
journeymen's  examination  within  90  days  to  anyone  who 
wished  to  take  it.  Those  who  passed  would  be  admitted 
immediately  to  full  membership.  The  Commission  was  al- 
lowed to  have  an  observer  present  at  the  tests.  Public 
announcements  were  made  through  all  news  media  of  the 
times  and  places  that  the  examination  would  be  given. 

The  Negro  turnout  was  extremely  disappointing. 

In  the  words  of  the  OCRC  observer,  there  was  "very  little 
response"  by  the  Negro  community.  None  of  the  nine  Negroes 
who  had  claimed  they  were  discriminated  against  during  the 
Commissions  public  hearings  showed  up  to  take  the  tests. 
Only  one  Negro  applied  for  the  plasterers  examination;  he 
passed  and  was  admitted.  Likewise,  only  one  Negro  took 
the  glaziers  examination;  he  failed.  The  Carpenters  agreed 
to  give  their  examination  to  anyone  at  any  time  but,  as 
reported,  there  were  no  takers.  There  is  no  explanation 
available  from  civil  rights  spokesmen  for  the  lack  of 
Negro  response  to  this  opportunity. 


General  Conclusions 


The  impact  of  the  OCRC  report  could  mark  the 
end  of  an  era  or  it  could  represent  a Pyrrhic  victory  for 
the  cause  of  civil  rights.  Prior  to  the  decision,  the 
Negro  community  and  the  l?bor  movement  were  at  polar  ex- 
tremes with  no  apparent  effort  being  made  by  either  side 
to  close  the  breech  and  find  accommodation.  Whether  the 
report  will  serve  to  melt  or  to  solidify  these  positions 
remains  to  be  seen.  The  most  hopeful  sign  on  the  horizon 
is  that  both  factions  are  fortunate  to  have  enlightened 
leadership.  What  is  desperately  needed  and  what  has  been 
absent  throughout  these  trying  times  is  an  adequate  middle 
agent.  The  Leadership  Committee  did  not  fill  the  bill  for 
several  reasons.  First,  the  committee  was  dominated  by 
too  many  of  the  actual  participants  who  had  only  a vested 
interest  in  presenting  their  side  of  the  story.  Secondly, 
there  has  been  a turnover  in  membership  and  chairmanship 
which  has  diluted  the  responsibility  for  its  actions. 
Thirdly,  and  perhaps  most  important,  is  the  fact  that  the 
outsiders  on  the  committee  seem  to  have  envisioned  their 
roles  as  essentially  to  keep  the  combatants  from  engaging 
each  other  and  to  keep  the  channels  of  communication  open. 
In  other  words,  it  seems  that  the  neutral  parties  involved 


in  the  dispute  have  been  more  concerned  with  conciliation 
than  with  mediation.  More  is  needed  than  simply  a third 
party  who  arranges  meeting  times,  finds  a place  to  meet, 
and  sees  to  it  that  both  sides  are  given  an  opportunity 
to  express  their  views.  The  missing  link  from  the  begin- 
ning has  been  the  absence  of  any  continuing  body  to  seek 
out  Negro  youth  and  to  press  the  unions  with  their  avail- 
ability. The  adjioc  Talent  Search  Committee  was  a step 
in  the  right  direction  but  by  its  temporary  nature  it 
could  not  and  did  not  develop  the  expertise  required  to 
get  results.  Much  more  is  needed  than  simply  an  agency 
that  rounds  up  random  individuals  during  a month  long 
dri.  e and  then  vanishes  as  the  committee  members  return 
to  their  normal  duties  in  their  respective  vocations.  The 
HRC , which  has  long  existed  in  the  city,  has  apparently 
never  exercised  an  affirmative  role.  It  is  clear  from 
interviews  in  the  city  with  civil  rights  spokesmen  that 
they  have  no  confidence  in  the  agency.  Moreover  it  was 
also  obvious  that  this  lack  of  confidence  permeates  the 
HRC  itself  which  is  aware  that  it  is  being  circumvented. 
The  agency  does  not  know  what  to  do  to  obtain  the  commu- 
nity respect  that  it  presently  lacks.  Now,  it  would  seem, 
is  the  propitious  time  for  the  HRC  t 


o come  to  the  center 
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of  the  ring  while  the  two  parties  are  in  their  respective 
corners  gawking  at  each  other.  In  Cleveland,  Philadelphia, 
and  Pittsburgh,  the  city  human  relation  commissions  have 
seized  the  initiative.  Their  role  was  never  popular  in 
the  short  run  but  they  did  not  hesitate  to  move  into  the 
arena.  In  New  York  and  Detroit,  it  has  been  private  groups 
who  have  undertaken  the  sometimes  Herculean  task  of  pro- 
moting, encouraging,  eliciting,  and  tutoring  Negro  youth 
to  apply  to  apprentice  programs. 

The  HRC  looms  as  the  most  appropriate  body  to 
step  into  the  existing  quagmire  through  a process  of  elimi- 
nation of  the  other  power  groups  in  the  city.  First,  it 
J is  obvious  to  ail  that  the  Cincinnati  AIC  is  not  going  to 

do  anything  to  rock  the  boat.  It  visualizes  its  mission 
to  be  the  task  of  dispensing  information  to  those  who  walk 
into  its  premises  (which  is  in  a basement  with  no  street 
identification  signs) . In  fact,  it  also  appears  that  the 
AIC  staff  cannot  be  counted  on  even  to  promote  apprentice- 
ship programs  in  the  city.  The  concept  of  "outreach"  pro- 
grams seems  to  apply  to  all  agencies  in  the  local  employ- 
ment service  except  the  AIC. 

Secondly,  the  experience  in  every  city  shows 
that  the  unions  involved--no  matter  how  sympathetic  some 
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may  be  are  not  going  to  perform  the  task  of  recruitment. 
One  might  argue — as  the  civil  rights  groups  in  Cincinnati 
have  that  in  view  of  the  past  practices  the  unions  have 
a moral  duty  to  seek  out  Negro  applicants.  But  to  expect 
moral  pressures  exerted  from  without  to  move  a trade  union 
to  follow  a desired  course  of  action  is  to  deny  an  aware- 
ness of  the  development  of  American  trade  unionism.  Unions 
in  the  United  States  have  seldom  responded  to  ideological 
and  idealogical  stimulants.  Rather,  the  movement  in  gen— 
and  the  crstft  unions  in  particular  have  always  been 
extremely  pragmatic  in  their  goals  and  in  their  tactics. 
Apprenticeship  is  sacred  to  the  craft  unions  and  the  insti- 
tution is  steeped  in  union  tradition.  Asking  people  to 
join  has  never  been  a part  of  the  code.  Furthermore,  equal 

opportunity  to  many  union  members  is  second  to  job  security 

« 

and  family  income.  Cincinnati  has  been  plagued  with  an 
inordinately  high  rate  of  unemployment  both  in  the  city 
and  in  the  construction  industry.  Union  leaders,  who  must 
be  responsible  to  the  membership  for  their  actions,  cannot 
realistically  be  expected  to  seek  out  any  applicants — Negro 
or  white--when  the  union  entrance  doors  already  have  more 
hopeful  applicants  in  line  than  the  membership  wants  to 

i 
! 
i 


o 

ERLC 


admit . 


243 


Thirdly,  the  actions  of  the  civil  rights  groups 
in  the  city  have  shown  few  signs  of  encouragement  for  the 
resolution  of  the  impasse*  Despite  strong  leaders  who 
have  been  able  to  marshal  support  behind  their  drives,  the 
program  set  forth  suffers  from  a complete  lack  of  imagina- 
tion and  an  apparent  unawareness  of  exactly  what  appren- 
ticeship programs  are.  Far  more  serious  effortB  to  inter- 
est and  to  recruit  applicants  who  desire  to  work  in  the 
trades  are  required  than  simply  giving  out  handbills 
on  the  street  corner  and  speaking  to  Sunday  school  classes. 
The  work  is  tedious  and  frequently  slow  in  demonstrating 
results.  For  these  reasons,  a civil  rights  group  whose 
existence  is  often  perpetuated  by  its  ability  to  show  quick 
results  is  not  a desirable  vehicle  for  successfully  set- 
tling the  long-run  apprenticeship  issue.  Rather,  what  is 
needed  is  a continuing  body  which  accumulates  experience 
in  recruiting  and  gains  the  confidence  of  both  the  appli- 
cants it  elicits  and  the  JAQ’s  with  which  it  deals.  Such 
a body  has  repeatedly  proven  itself  to  be  the  only  agency 
through  which  demonstrable  results  can  be  accomplished. 

Whether  the  HRC  can  assume  this  role  and  whether 
it  will  be  given  the  support  by  the  city  government  to 
exercise  the  responsibility  for  performing  this  thankless 
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task  will  spell  the  difference  between  continued  division 
between  the  parties  and  possible  resolution  of  the  problem. 
If  the  HRC  continues  to  remain  on  the  sidelines,  then  the 
only  hope  for  settlement  will  rest  in  the  establishment 
within  the  city  of  a new  body  ( similar  to  the  Workers 
Defense  League)  to  fill  the  void. 

Given  the  experiences  of  human  relations  commis- 
sions elsewhere,  however,  the  best  long-term  solution  for 
the  city  would  be  the  establishment  of  a WDL-type  opera- 
tion. The  HRC  represents  the  best  existing  channel  for 
providing  assistance  to  both  sides.  But,  because  of  its 
multiple  responsibilities,  limited  staff,  poor  image,  and 
restricted  powers,  it  could  only  provide  short-run  relief. 
The  more  challenging  job — that  of  recruiting,  tutoring, 
and  establishing  working  relationships  with  JAC 1 s--requires 
an  organization  that  can  specialize  on  a continuing  basis 
on  these  complex  issues.  Serious  consideration  should  be 


given  to  such  an  undertaking. 


DETROIT 


Introduction 

As  compared  with  our  other  study  cities,  Detroit 
has  several  unique  features.  Detroit’s  1960  population  of 
1.6  million  m .de  it  the  nation’s  fifth  largest  city.  Al- 
though nonwhites  constituted  29.2  percent  of  the  city’s 
population,  Negroes  comprised  53.0  percent  of  public  Bchool 
enrollment  in  1964.  Detroit  also  has  a large  number  of 
ethnic  communities  within  its  boundaries. 

Although  Detroit  is  a strong  union  town,  because 
of  the  importance  of  the  automobile  industry,  the  indus- 
trial unions  dominate  the  city’s  labor  movement.  In  fact, 
it  is  estimated  by  Mr.  William  Sher,  Director  of  the  Ap- 
prenticeship Information  Center  in  Detroit,  that  about 
60  percent  of  the  apprentices  in  the  city  are  industrial 
apprentices  and  40  percent  are  in  the  building  craftB. 
Moreover,  there  are  two  separate  public  apprentice  train- 
ing facilities  in  Detroit:  the  Washington  Trade  School 

for  industrial  apprentices  and  the  Apprentice  School  for 
the  building  and  printing  crafts. 
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Fifteen  of  the  thirty  building  trades  in  the 
city  use  the  Apprentice  School’s  facilities.  The  classes 
are  all  conducted  during  the  daytime  on  a two-week  cycle 
(i.e.,  the  student  works  nine  days  on  the  job  and  attends 
class  on  the  tenth  day).  Employers  pay  the  wages  of  ap- 
prentices while  they  attend  classes.  The  school  operates 
on  a 12—month  uninterrupted  basis.  The  apprentice  is  re- 
quired to  begin  classes  immediately  after  his  acceptance 
by  a JAC . 

Although  both  apprentice  schools  are  part  of  the 
Detroit  Public  School  System,  they  have  operated  without 
financial  support  from  the  city  since  1963.  Except  for 
■ohe  federal  funds  received  under  the  Smith-Hughes  Act,  the 
apprenticeship-related  training  costs  in  1965  were  defrayed 
by  tuition  charges  of  $151.40  a year  (plus,  in  some  in- 
stances, costs  of  certain  instruction  materials).  Tuition 
charges  are  based  on  the  cost  of  144  hours  of  instruction 
a year  (the  minimum  allowed  under  the  Smith-Hughes  Act). 

The  students  are  ^allowed  to  pay  their  tuition  in  four 
installments. 

To  remain  eligible  to  attend  classes  at  the  ap- 
prentice schools  apprentices  must  be  employed.  Enrollees 
are  permitted  to  attend  four  classes,  but  thereafter  they 
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are  given  leaves  of  absence  from  classes  until  they  are 
reemployed.  However,  there  are  a number  of  coordinators, 
paid  by  their  respective  industries,  who  assist  appren- 
tices in  finding  jobs. 

Prior  to  1963,  much  of  the  cost  of  apprentice- 
ship training  was  paid  by  the  Board  of  Education.  But 
when  a millage  proposal  was  voted  down  that  year,  the 
Board  of  Education  discontinued  its  financial  support  of 
apprenticeship  training  and  other  programs  deemed  to  be 
"nonessential . " The  tuition  cost  per  pupil  was  therefore 
increased  from  $.12  a class  hour  of  instruction  in  1963 
to  $1.05  a class  hour  in  1965. 

Table  9-1  indicates  the  degree  of  Negro  employ- 
ment in  the  Detroit  construction  industry.  As  shown, 

Negroes  comprised  11.6  percent  of  the  employees  in  1960. 
Although  these  figures  reveal  a wider  degree  of  Negro  par- 
ticipation than  found  in  many  cities,  they  alBo  show  Negroes 
to  be  concentrated  in  the  laborer,  carpenter,  plasterers, 

and  cement  finishers  classification.  As  in  Cleveland,  both 

\ 

the  commercial  and  residential  phases  of  Detroit’s  building 
industry  are  largely  unionized.  Hence,  there  are  few  op- 
portunities for  Negroes  to  be  exposed  to  occupations  in 
the  construction  industry  outside  the  orbit  of  the  unions. 
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Since  1962,  the  Apprentice  School  has  taken 
. racial  headcounts  of  its  students  on  a regular  basis. 
Since  all  of  the  major  trades  use  these  facilities,  the 
data  is  especially  useful  for  this  study.  The  reported 
aggregate  totals  are  as  follows: 


Date 


Numb e r of 
Apprentices 
Enrolled 


Numb e r of 
Negroes 


2/19/62 

6/12/63 

10/2/63 

6/16/64 

10/15/64 

6/16/65 

10/4/65 

2/15/66 


1,314 

1,341 

1,623 

1,585 

1,902 

2,056 

2,321 

2,363 


10 

12 

22 

28 

34 

34 

44 

41 


As  is  readily  apparent,  the  training  of  Negroes  in  these 
apprent iceable  trades  is  extremely  small.  The  composition 
of  the  total  figure  by  specific  trades  as  of  February, 
1966,  is  given  in  Table  9-2.  Besides  the  38  apprentices 
accounted  for  in  the  Table,  there  are  three  Negro  appren- 
tices (out  of  a total  of  134)  in  the  printing  industry 
attending  the  school. 
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TABLE  9-2 

NEGRO  PARTICIPATION  IN  SELE.CTED  BUILDING  TRADES 

APPRENTICE  PROGRAMS 
FEBRUARY  1966 


Trade 

Total 

Apprentices 

Total  Negro 
Apprentices 

Carpentry- 

872 

19 

Electrical 

217 

4 

Glazing 

32 

0 

Ironworking 

132 

0 

Lathing 

14 

1 

Painting 

90 

5 

Plastering 

15 

2 

Plumbing 

30  5 

2 

Resilient  Floor  Decorating 

86 

3 

Sheet  Metal  Worker 

315 

1 

Steamfitting 

160 

1 

Total 

2,238 

38 

0 


SOURCE:  Apprentice  School,  Detroit  Board  of  Education. 
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Developments  in  the 
Construction  Industry 

Admist  the  nationwide  publicity  over  the  demon- 
strations in  other  cities,  the  Joint  Construction  Activities 
Committee  of  the  Detroit  Metropolitan  area  issued  a public 
statement  on  July  9,  1963,  endorsing  the  principle  of  equal 
employment  opportunity.,  Besides  acknowledging  nondiscrimi- 
nation as  a desirable  goal,  the  resolution  pledged  that  the 
industry  would  take  affirmative  action  to  increase  minority 
participation  in  the  construction  trades.  In  addition  to 
adopting  policies  of  equal  employment  opportunity,  local 
unions  were  urged  to  recruit  qualified  nonunion  craftsmen 
and  all  JAC’s  were  asked  to  make  all  apprenticeship  quali- 
fications and  application  rules  available  to  the  public. 
(Compared  to  other  cities,  Detroit  has  been  by  far  the 
easiest  to  obtain  apprenticeship  entry  standards.) 

It  was  not  long  afterward  in  1963  that  the  Board 
of  Education  exercised  its  newly  acquired  powers  by  deny- 
ing the  use  of  its  facilities  to  IBEW  Local  58  because 
there  were  no  Negroes  in  its  apprentice  classes.  The  30 
electrical  apprentices  who  were  removed  from  the  Appren- 
tice School  received  no  classroom  instruction  for  one  year. 
When  the  Board  of  Education  and  the  IBEW  local  reached  an 
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accord  after  a year,  the  electrical  apprentices  reentered 
the  school  and  special  classes  were  held  on  Saturday*s  to 
make  up  for  the  lost  class  time. 

Some  unions  do  not  use  the  public  school  systems  , 
for  reasons  having  no  apparent  connection  with  the  race 
issue.  In  1965,  for  example.  Bricklayers  Local  2 withdrew 
their  apprenticeship  program  because,  according  to  union 
officials:  . 


. . . we  did  not  want  our  boys  to  go  to  school  during 

the  summer.  Under  our  new  program  our  classes  are 
held  at  the  McComb  County  Community/  College  .... 
All  classes  are  held  during  the  winter  because  this 
is  our  slack  period.  We  [also]  pulled  out  of  the 
public  school  system  because  the  tuition  rates  are 
too  high . 1 


Moreover,  Plumbers  Local  98  is  in  the  process  of  building 
its  own  training  facilities,  which  are  scheduled  for  com- 
pletion in  late  1966. 

In  the  summer  of  1966  there  were  four  Negro  ap- 
prentices in  the  electrical  program.  The  first  Negro  ad- 
mitted (to  be  discussed  later)  waB — after  working  several 
regular  construction  j ob s--a s signed  to  the  Board  of  Educa 
tion.  He  was  told  that  the  job  was  a choice  assignment 

1Field  interviews. 


August  11,  1966 


available  only  to  apprentices  with  good  records.  However, 
once  he  accepted  the  post,  he  found  that  Board  of  Educa- 
tion apprentices  work  only  a 35-hour  week  and  had  virtually 
no  opportunity  for  overtime  employment.  As  a result,  he 
feels  his  earnings  have  been  sharply  limited  relative  to 
his  fellow  apprentices.  Moreover,  after  he  was  assigned 
to  the  Board  job,  the  right  of  an  apprentice  to  refuse  to 
accept  a job  assignment  was  taken  away,  and  a special  union 
official  was  given  the  authority  to  make  unilateral  jovi 
assignments  to  apprentices.  Subsequently,  we  are  informed, 
the  industry’s  other  three  Negro  apprentices  have  also  been 
assigned  to  the  Board  of  Education.  There  is  a feeling 
among  civil  rights  spokesmen  that  the  action  of  the  union 
is  a form  of  revenge  for  the  Board’s  earlier  action  in 
banning  the  union  from  the  training  school. 

Developments  in  the 
Industrial  Skilled  Trades 

As  mentioned  earlier,  Detroit  is  somewhat  unique 
among  our  study  cities  in  having  a high  proportion  of  ap- 
prentices in  the  machinist  trades.  Although  most  of  these 
are  directly  associated  with  programs  in  the  automobile 
industry,  there  are  other  opportunities  for  skilled 


tradesmen  in  the  small  "jobbing  shops'*  scattered  through- 
out the  city.  Most  of  the  apprentice  programs  are  a part 
of  the  program  of  the  Skilled  Trades  Department  of  the 
United  Automobile  Workers  Union  (UAW) . While  statistics 
on  Negro  participation  in  these  programs  are  sketchy,  UAW 
spokesmen  provided  the  following  estimates: 


Program 

Ford 

Chrysler 
General  Motors 
Jobbing  Shops 


Total 

Apprentices 

2,000 

1,751 

3,400 

600 


Total 
Negroe  a 

160 

119 

Not  Available 
6 


Throughout  our  interviews  in  the  city,  it  was  commonly 
acknowledged  that  Ford  has  long  been  a leader  in  encourag- 
ing Negro  participation  in  its  programs.  Chrysler  and  GM 
were  consistently  classified  as  laggardSo  The  small  job- 
bers are  seen  to  be  the  most  difficult  area. 

There  was  a drastic  shortgage  of  skilled  trades- 
men in  Detroit  in  1966.  This  shortage  has  come  from  both 
an  increase  in  demand  because  of  general  economic  pros- 
perity and  restrictions  on  supply  because  the  UAW’s  early 
retirement  program,  won  in  bargaining  settlements  in  late 
1965,  started  in  1966.  A substantial  number  of  employees 
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with  30  years  of  employment  have  taken  advantage  of  the 
opportunity  to  retire  at  age  55.  Indicative  of  the  man- 
power shortage  is  the  fact  that  at  Ford,  where  the  con- 
tracted ratio  of  journeymen  to  apprentices  is  eight  to 
one,  the  ratio  was  one  to  one  in  the  summer  of  1966. 

Entry  into  the  automotive  industry  apprentice 
programs  follows  two  routes:  one  is  upgrading  production 

line  employees  into  apprentice  training  and  the  other  is 
the  direct  entry  into  the  program  by  interested  individ- 
uals. Strong  preference  is  given  to  the  former.  In  fact, 
it  seems  that  entry  for  Negroes  into  the  skilled  trades 
has  come  far  more  easily  by  the  upgrading  route  than  by 
the  direct  application  route.  Although  UAW  skilled  trades 
officials  claim  that  younger  applicants  who  typically  apply 
directly  for  apprentice  programs  tend  to  do  better  on 
written  qualifying  examinations,  the  UAW’s  experience  has 
shown  that  the  older  apprentices  drawn  from  the  production 
lines  tend  to  be  more  serious  about  learning,  tend  to  catch 
on  quicker,  and,  therefore , tend  to  do  better  once  admitted 
to  an  apprentice  class  than  the  younger  apprentices.  Thus, 
the  UAW’s  experience  would  suggest  that  qualification  tests 
are  not  good  predictors  of  competency. 
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Apprenticeship  Information  Centers 


Although  Detroit  has  had  an  AIC  since  July  17, 
1964,  its  operations  have  been  a continual  source  of  con- 
troversy. From  our  interviews  with  the  staff  and  members 

t 

of  the  advisory  committee,  it  is  apparent  that  the  center 
has  been  mainly  active  with  industrial  apprentice  programs 
and  has  had  limited  cooperation  from  the  building  trades 
unions.  As  of  February,  1966,  the  only  construction  union 
placing  orders  with  the  AIC  was  the  IBEW,  which  had  just 


i 

i 
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begun  to  use  the  Center's  facilities. 

Indeed,  it  is  apparent  that,  other  than  the  in- 
dustrial programs,  fiw  organizations  are  either  referring 
applicants  to  the  AIC's  or  requesting  Negro  applicants 
from  it.  It  is  estimated  that  about  35  percent  of  the 


applicants  found  qualified  for  apprenticeship  are  Negroes 
and  that  most  of  these  are  "walk-ins"  rather  than  refer- 
rals from  civil  rights  groups.  A report  issued  by  a BES 
and  BAT  team,  which  evaluated  the  AIC  in  July,  1965,  con- 
cluded: ".  . . that  the  AIC  personnel  have,  to  a great 

degree,  ignored  the  minority  community  and  have  been  re- 
miss in  their  responsibility  to  promote  the  announced 
tenets  of  the  Center."2  The  report  was  highly  critical 


t iceship 

p . 2 . 


2Formal  Joint  Evaluation  of  the  Detroit  Appren- 
Information  Center,  July  21-23,  1965  (mimeographed), 


o 

ERLC 


257 


of  the  Michigan  Employment  Service's  operation  of  the  AIC 
and  of  the  activities  of  the  Center's  personnel. 


The  Trade  Union  Leadership  Conference  (TULC^ 

Virtually  all  efforts  to  supply  Negro  applicants 
to  the  building  crafts  seem  to  center  around  the  activities 
of  Mr.  Horace  Sheffield  and  his  work  with  the  Trade  Union 
Leadership  Conference  (TULC).3  While  not  always  success- 
ful in  all  of  his  efforts,  it  doeB  seem  that  where  entry 
has  occurred  Sheffield  has  usually  been  involved.  The  TULC 
has  undertaken  the  initiative  to  advertise  the  AIC  in  the 
Negro  community's  newspapers  and  radio  programs,  has  con- 
vened conferences  with  school  counselors  to  acquaint  them 
with  apprenticeship,  ind  has  recruited  Negro  applicants 
for  apprentice  openings.  Because  of  its  background  and 
composition,  the  TULC  also  has  served  an  important  func- 
tion in  dealing  with  the  Negro  community.  Due  to  the  fact 
that  its  membership  consists  largely  of  Negro  union  mem- 
bers (typically  from  industrial  unions),  the  TULC  has  been 


3For  details  concerning  the 
objectives  of  this  organization,  see 
Negro  and  Organized  Labor  (New  York* 
1965),  pp.  68-70 . 


history  and  general 
Ray  Marshall's,  The 
John  Wiley  and  Sons, 
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able  to  educate  civil  rights  spokesmen  about  the  institu- 
tion of  apprenticeship.  It  has  been  apparent  from  our 
study  that  one  obstacle  to  increasing  Negro  participation 
in  these  programs  has  been  -the  limited  knowledge  of  the 
nature  of  apprenticeship  by  civil  rights  leaders.  With- 
out a thorough  understanding  of  the  anatomy  aria  physiology 
of  the  patient,  it  is  difficult  to  prescribe  realistic 
remedies.  The  TULC  does  have  this  under standing- -both  of 
apprentice  training  in  particular  and  of  the  labor  move- 
ment in  general. 

As  an  example  of  Sheffield's  work,  take  the  case 
of  the  first  Negro  to  be  admitted  to  the  apprentice  pro- 
gram of  IBEW  Local  58.  Acting  on  his  own  initiative,  Paul 
Crutcher,  a young  Negro,  went  to  the  union  hall  to  pick  up 
an  application  form  for  the  program  in  November,  1963.  He 
was  told  they  were  "fresh  out  of  applications"  and  there- 
fore was  asked  to  write  his  name  and  address  on  a blank 
sheet  of  paper  and  leave  it  with  the  union  official  in 
charge.  After  several  weeks  had  passed  and  no  word  was 
heard,  Crutcher's  father  contacted  Sheffield.  Together 
with  several  other  Negro  community  leaders,  Sheffield  went 
to  the  union  headquarters.  They  were  told  that  there  was 
no  record  of  Crutcher's  application.  A meeting  was  called 
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with  public  school  officials  which  resulted  in  the  Local 
being  denied  the  use  of  the  Apprentice  School.  Several 
months  later,  Crutcher  was  sent  an  application.  Later  he 
was  given  an  aptitude  test  and  was  interviewed  by  the  JAC . 
The  TULC  also  had  a committee  on  hand  which  was  permitted 
to  review  his  examination.  He  passed  both  requirements 
and  was  admitted  to  the  program.  Had  it  not  been  for  the 
intervention  of  Sheffield  acting  through  the  TULC,  it  is 
doubtful  that  the  outcome  would  have  been  so  successful. 

IBEW  Testing  Program 

The  IBEW 1 s selection  procedure  is  somewhat  dif- 
ferent than  that  used  by  most  other  unions.  As  mentioned 
above,  prior  to  1963,  much  of  the  testing  was  done  by  the 
city,  but  this  program  was  also  found  to  be  "expendable" 
in  1963  when  the  School  Board  curtailed  its  activities  for 
financial  reasons.  As  a consequence,  several  unions  (and 
35  other  private  companies  not  in  the  construction  in- 
dustry) prevailed  upon  the  man  who  had  supervised  the 
public  testing  program  to  set  up  a private  testing  com- 
pany to  continue  his  work.  The  man,  Dr.  Richard  Dresher, 
also  serves  as  Assistant  Superintendent  of  Schools  for  the 
Detroit  Board  of  Education  in  charge  of  guidance  and 
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counseling.  In  addition  to  the  IBEW,  Dresher  does  the 
testing  for  the  cement  finishers  and  the  pattern  makers. 
According  to  Dresher,  his  tests  (based  on  18  years  of  test- 
ing experience)  "do  not  discriminate  against  anyone."  They 
are  nonverbal  tests  designed  to  check  perception  and,  to 
some  degree,  comprehension.  The  cutoff  point  for  entry, 
however,  is  determined  entirely  by  the  people  for  whom  he 
does  the  testing.  They  establish  the  minimum  score  deemed 
to  be  acceptable  and  they  lower  t he  score  until  they  get 
enough  people  to  meet  their  needs. 

Negro  Electricians  1 Organization 

Many  of  the  nonunion  Negro  electricians  in 
Detroit  belong  to  an  organization  known  as  the  Associated 
Electricians  of  Detroit  (AED) . Founded  in  1937,  it  today 
is  comprised  of  about  25  Negro  contractors,  30  Negro  jour- 
neymen, and  several  other  interested  people  working  in  the 
electrical  fields  In  1966  the  Association  began  the  pro- 
cess of  establishing  its  own  apprenticeship  program  "inde- 
pendent of  the  IBEW  and  if  necessary  from  BAT."  Explora- 
tory talks  were  held  with  the  IBEW  and  the  BAT  but  nego- 
tiations broke  off.  The  IBEW  had  agreed  that  it  would 
accept  AED  applicants  provided  they  could  pass  the  IBEW 
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written  and  oral  examinations;  that  the  AED  applicants 
would 'be  indentured  by  AED  contractors;  that  when  the 
training  program  was  completed  the  Negro  apprentices  would 
be  referred  by  AED  contractors  and  not  by  the  union;  and 
that  AED  would  pay  the  union  scale.  The  AED  turned  down 
the  IBEW  proposal  because  it  was  "separate  but  equal"  and 
because  its  representatives  felt  that  "the  union  age,  edu- 
cation, and  testing  requirements  were  unreasonable." 


Counseling  and  Recruiting 
Negro  Apprentices 


In  addition  to  ohe  use  of  punitive  measures 
against  discriminating  locals  the  Board  of  Education  has 
also  discussed  ways  to  assist  in  recruitment  of  Negro  ap- 
prentices. One  suggestion  was  made  in  1965  to  place  spe- 
cial vocational  counselors  in  each  high  school.4  Their 


4Regardless  of  the  merits  of  the  specific  pro- 
posal for  vocational  counselors,  more  counselors  are  defi- 
nitely needed.  Dr.  Richard  Dresher,  Assistant  Superinten- 
dent of  Schools  in  charge  of  Guidance  and  Counselling  for 
Detroit,  reported  that  in  1965,  there  was  only  one  coun- 
selor for  every  329  students  in  the  senior  high  schools 
and  one  for  every  499  in  the  junior  high  schools.  He 
warned,  however,  that  with  respect  to  the  apprentice  area, 
it  was  his  experience  that  more  counselors  alone  is  not 
going  to  help  a great  deal.  The  real  question  is  the  ap- 
proach to  be  used  by  the  counselor.  It  was  his  opinion 


purpose  would  be  to  single  out  potential  Negro  candidates 
for  apprenticeship  who  are  not  planning  on  going  on  to 
college.  Furthermore,  it  was  suggested  that  an  effort  be 
made  to  enlist  retired  Negro  journeymen  to  act  as  school 
aides  to  advise  Negroes  who  are  interested  in  jobs  in  these 
areas.  In  addition,  in  1965  the  Board  of  Education  wrote 
individual  letters  to  all  JAC’s  and  contractors  in  order 
to  determine  how  the  school  system  could  help  them  to  place 
more  Negro  apprentices.  The  Board  of  Education  also  launched 
a "crash  program"  in  1965  to  compile  a list  of  100  poten- 
tial Negro  candidates  for  apprenticeship.  The  seven  inner- 
city  schools  (whose  student  bodies  are  predominately  Negro) 
were  to  be  contacted  for  a list  of  all  of  their  graduates 
in  June,  196l . Dr.  Dresher  was  asked  to  compile  the  list. 
He  replied  to  the  Superintendent  that  the  assignment  would 
be  impossible  since: 

1.  Negro  youths  who  graduate  from  high  school  are 
highly  motivated  to  college. 

2.  There  has  been  discrimination  in  the  past,  and  as 
a result,  Negroes  are  hesitant  to  apply. 

that  parents  have  a far  greater  influence  cn  vocational 
choice  than  do  counselors  since  the  counselor  may  suggest 
that  a pupil  prepare  himself  to  become  a carpenter  while 
his  parents  may  have  an  entirely  different  view. 
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3.  There  has  been  a poor  job  by  unions  of  letting 

the  Negroes  know  that  their  door**  are  now  opened. 

Dresher  did  agree,  however,  that  a study  needed 
to  be  made  of  the  problems  of  Negro  high  school  graduates 
in  the  city*  Since  unions  are  currently  looking  for  high 
school  graduates,  the  apprenticeship  question  would  be 
tied  closely  to  the  findings  of  the  study.  He  decided  to 
study  all  high  school  graduates  for  the  past  year  and  those 
males  found  to  be  unemployed  would-be  told  to  go  to  the 
AIC . It  was  his  feeling,  however,  that  few  of  the  unem- 
ployed Negroes  in  the  city  would  be  high  school  graduates. 
The  study  was  still  in  progress  in  the  summer  of  1966. 

Preapprentice  Programs 

There  has  been  some  experimentation  with  pre- 
apprenticeship  programs  in  Detroit  although  they  have  been 
limited  to  industrial  trades  rather  than  the  building 
trades.  UAW  officials,  unlike  some  building  trades  leaders, 
do  not  consider  preapprenticeship  to  be  a dirty  word.  In 
fact,  several  UAW  skilled  trades  interviewees  referred  to 
these  programs  as  "an  answer  to  a major  social  problem." 
They  stated  that  since  many  Negro  applicants  have  never 
seen  a machine,  they  and  other  underprivileged  children 
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cannot  "stack  up"  on  the  qualification  tests.  Preappren- 
ticeship, therefore,  is  seen  to  be  a potential  bridge  over 

this  gap  making  it  possible  for  Negroes  to  compete  on  a 
more  equal  basis. 

In  early  1965  a pilot  preapprenticeship  program 
was  jointly  sponsored  by  the  UAW  and  the  Detroit  Tooling 
Association.  The  project  was  financed  with  a grant  from 
the  Area  Redevelopment  Administration,.  The  AIC  did  the 
selection  work.  Fifteen  people  were  chosen  to  participate 
in  the  six-week  training  program.  When  it  was  completed, 
the  Detroit  Tooling  Association  accepted  seven  enrollees 
into  its  program  and  the  Chrysler  Motor  Company  admitted 
seven  while  one  enrollee  dropped  out. 

In  September,  1965,  the  City  of  Detroit  and  the 
UAW  received  an  MDTA  grant  for  a preappreuti ceship  class 
for  tool  and  die  work  involving  about  120  youths  who  were 
selected  by  the  AIC  from  about  1000  applicants.  Five  per- 
cent of  the  enrollees  were  Negroes.  Instruction,  mainly 
m mathematics  and  the  use  of  machines,  lasted  eight  hours 
a day,  five  days  a week,  for  15  weeks.  Sections  of  15 
enrollees  each  were  formed  at  staggered  beginning  dates. 
Based  upon  the  results  of  the  first  six  sections  (or  80 
graduates),  placement  has  averaged  about  85  percent. 
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Originally  it  was  felt  that  most  of  those  who  completed 
the  program  and  who  were  then  able  to  pass  the  union  quali- 
fication examination  would  be  placed  in  one  of  the  "big 
three"  automobile  plants.  In  fact,  however,  about  half 
of  the  placements  have  been  with  one  of  the  automobile 
plants  while  the  other  half  went  to  the  unionized  small 
job  shops  in  the  city.  There  was  less  delay  in  finding 

7 

immediate  employment  with  the  small  jobbers.  Thus,  the 
preapprenticeship  program  seems  to  be  successful  in  its 
prime  mission:  to  assist  disadvantaged  youth  to  compete 

t 

on  an  equal  basis  on  apprenticeship  qualification  exami- 
nations . 

It  was  reported  in  1966  that  Chrysler  has  been 
considering  the  establishment  of  a preapprenticeship  class 
for  people  who  just  barely  failed  to  pass  the  qualifica- 
tion tests. 

Community  Developments 

Lastly,  there  are  several  significant  community 
developments  that  are  working  to  increase  Negro  participa- 
tion in  these  programs.  One  of  these  was  the  convening  of 
a special  citizens  committee  composed  of  business,  labor 
and  civil  rights  representatives  from  the  "power  structure" 
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in  the  city . The  committee  is  chaired  toy  Reverend,  Rich-* 
ard  T.  Emorich  (an  Episcopal  minister)  and  is  concerned 
with  the  race  issue  of  which  the  apprenticeship  area  is 
felt  to  be  potentially  one  of  the  most  explosive.  Simi- 
larly,  in  May,  1965,  the  Archbishop’s  Committee  on  Human 
Relations  for  the  Catholic  Church  in  Detroit  recommended 
that  a nondiscrimination  code  for  its  construction  proj- 
ects be  implemented.  Archbishop  John  F.  Dearden  agreed 
to  this  recommendation  and  issued  the  directives.  The 
program  calls  for  employers  and  unions  to  undertake  af- 
firmative action  to  demonstrate  their  compliance  with  the 
principle  of  equal  opportunity. 

General  Conclusions 


While  there  have  been  few  dramatic  public  con- 
frontations with  the  building  trades  unions,  it  is  apparent 
from  our  work  in  Detroit  tha t the  issue  is  fa r from  re- 
solved. Tc  date,  it  appears  that  the  Negro  community,  as 
represented  by  its  civil  rights  groups,  is  content  to  allow 
time  for  the  various  remedial  projects  to  take  form.  More- 
over, the  availability  of  a large  number  of  industrial 
apprenticeships  has  become  a safety-valve  for  pent-up  Negro 
frustrations  to  enter  the  skilled  trades  ranks.  Due  to  the 
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strong  demand  for  industrial  apprentices  that  has  charac- 
terized the  mid-sixties  and  to  the  progressive  attitudes 
of  the  UAW  leadership  toward  assisting  disadvantaged  youth 
to  compete  on  a more  equal  basis,  Negroes  have  had  more 
successful  experiences  gaining  entry  to  the  industrial 
programs . 

The  civil  rights  groups  and  the  AZC  in  the  city 
have  likewise  followed  the  path  of  least  resistance  and 
concentrated  upon  industrial  programs  rather  than  upon  the 
building  trades.  Even  the  TULC  has  focused  upon  the  in- 
dustrial programs  but  it  does  offer  its  assistance  when  a 
Negro  on  his  own  volition  expresses  interest  in  the  con- 
struction industry.  As  for  the  Board  of  Education,  it  has 
been  concerned  with  apprenticeship  programs  in  general  and 
with  the  building  trades  who  use  its  facilities  when  pressed 
to  act.  To  date,  however,  the  Negro  community  has  been 
satisfied  to  make  piecemeal  forays  but  no  organized  assault 
on  the  building  trades.  Whether  this  pattern  will  continue 
or  whether  Negro  organizations  will  undertake  the  more  dif- 
ficult task  of  promoting,  recruiting,  tutoring,  and  press- 
ing for  access  to  the  building  unions  remains  to  be  seen. 

The  issue  appears  to  have  been  simmering  in  the  summer  of 
1966  but  has  not  yet  reached  the  boiling  point. 


CHAPTER 


X 


WASHINGTON,  D.C. 


Introduction 

According  to  the  1960  Census,  Washington,  D.C. 
was  the  only  city  of  over  100,000  inhabitants  which  had  a 
greater  percentage  of  nonwhites  (54.8)  than  whites  in  its 
population.  In  1966,  nonwhites  were  estimated  to  be  ap- 
proximately 60  percent  of  the  city’ s total  population  and 
approximately  88  percent  of  its  school  enrollment. 

The  construction  industry  is  one  of  the  major 
industries  in  the  city.  Most  government  and  much  commer- 
cial construction  is  done  by  union  workers  while  most 
residential  construction  is  nonunion.  Table  10-1  shows 
that  27.9  perce.  fc  of  employment  in  the  construction  indus- 
try in  the  Washington  Metropolitan  Area  in  1960  was  non- 
white. This  participation  rate  was  by  far  the  highest  of 
any  city  included  in  this  project.  The  highest  concen- 
tration here  as  elsewhere  was  in  the  laborer,  trowel,  and 

carpenter  occupations.  Yet,  as  Table  10-1  shows,  there 

v 

are  a number  of  Negroes  in  the  electrician  and  plumbing 
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SOURCE:  U.S . Bureau  of  the  Census. 


craaes.  Presumably,  most  of  the  Negroes  are  to  be  found 
in  the  nonunion  sector. 

The  Extent  of  Negro  Participation 
in  Apprenticeship  Programs 

The  degree  of  Negro  participation  in  apprentice- 
ship programs  for  the  years  1963  through  1965  is  presented 
in  Table  10-2,  which  shows  that  with  the  exception  of  the 
Sheet  Metal  Workers  Local  102,  there  has  been  a signifi- 
cant reversal  of  earlier  patterns. 

Special  Activities 

The  most  climactical  showdown  to  date  in  Wash- 
ington occurred  in  1960  with  IBEW  Local  26.  AFL-CIO 
President  George  Meany,  officers  of  the  international 
union,  officials  of  the  AFL-CIO  Civil  Rights  Committee, 
and  the  President'  s Committee  on  Government  Contracts 
(PCGC)  had  tried  repeatedly  during  the  late  fifties  to 
break  the  race  barrier  of  the  local.  In  December,  1958, 

the  AFL-CIO  officials  admitted  that  all  of  their  efforts 

* 

had  been  to  no  avail.  During  this  period,  Meany  had  gone 
so  far  as  to  propose  that  he  would  recruit  nonunion  Negro 


electricians  if  the  PCGC  would  direct  a governmental 


TABLE  10-2 

NEGRO  APPRENTICES  IN  APPRENTICESHIP  PROGRAMS  IN  SELECTED  TRADE  UNIONS  IN  WASHINGTON, 

1963,  1964,  1965 
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contractor  on  a public  housing  project  to  employ  them. 

Even  this  drastic  step  failed  because  Meany  and  interested 
civil  rights  groups  could  not  locate  any  such  people. 

But,  when  plans  were  projected  into  the  future  to  secure 
nonunion  Negro  electricians  for  federal  projects  the  union 
issued  a work  permit  to  a Negro  journeyman  in  1960. 

As  of  the  end  of  1965,  the  construction  unions 
without  Negroes  in  their  apprenticeship  programs  were: 
Sheet  Metal  Workers  Local  102;  Asbestos  Workers  Local  24; 

. * Local  963;  Painters  Council  51;  Lathers  Local  9; 
Stone  and  Marble  Masons  Local  2;  and  the  Tile  and  Terrazo 
Workers  Local  3.1 

Remedial  Programs 

Washington*  s Apprenticeship  Information  Center 
(AIC)  was  set  up  as  a demonstration  project  on  June  17, 
1963,  and  was  one  of  the  first  federally  financed  AICs  in 
the  nation.  The  operation  of  the  AIC  in  Washington  is  of 
special  consequence  because  it  is  the  only  center  to  be 
operated  entirely  by  federal  employees.  Since  the  na- 
tion* s capital  is  not  a state,  the  U.S.  Employment  Service 

1 Of f ice  of  Liaison  Report,  ofl.  cit . , p.  3. 
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in  the  Bureau  of  Employment  Security  of  the  Department  of 
Labor  assumes  the  obligations  and  duties  that  are  per- 
formed by  state  employment  bureaus  elsewhere.  As  of 
June  17,  1966,  72  percent  of  5,522  applicants  to  this 
center  were  Negro.  Of  this  number  1,868  were  found  quali- 

i 

fied  for  referral  (1214  or  65  percent  of  these  were  Negro). 
A total  of  1679  qualified  applicants  were  actually  re- 
ferred ( oui,  of  which  1150  or  68  percent  were  Negroes). 

Of  the  609  applicants  eventually  placed  into  union  programs, 
403  (or  66  percent)  were  Negroes.2 

Based  on  earlier  figures  available  for  324  place- 
ments (of  whom  207  were  Negroes)  for  the  period  through 
January,  1966,  89  percent  of  the  AIC'  s placements  were 
into  building  trades  apprenticeship  programs.  A breakdown 
of  those  specific  building  trades  programs  is  given  in 
Table  10-3.  A comparison  of  Table  10-2  with  Table  10-3 
shows  that  the  major  channel  by  which  Negroes  entered 
these  apprentice  classes  was  through  the  AIC.  For  whites, 
the  AIC  provided  only  minimal  assistance.  It  should  be 
kept  in  mind,  however,  that  the  AIC  is  located  in  the 

2Figure s supplied  by  Mr.  Robert  Borden,  Director 
oi  the  District  of  Columbia  Apprenticeship  Information 
Center . 


TABLE  10-3 


PLACEMENTS  INTO  APPRENTICESHIP  CLASSES  IN  THE  BUILDING 
TRADES  BY  THE  WASHINGTON  AIC  BETWEEN 
JUNE,  1963,  AND  JANUARY,  1966 


Trade 

Apprentices 

White 

Placed 

Negro 

Bricklaying 

22 

62 

Carpentry 

26 

101 

Cement  Mason 

0 

1 

Electrician 

3 

3 

Ironworke  r 

1 

0 

Operating  Engineer 

4 

3 

Plumbing 

20 

7 

Steamf itt ing 

20 

5 

Total 

96 

182 

Source:  Apprenticeship  Information  Center, 

Washington,  D.C. 
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center  of  the  Negro  population  which  is  convenient  to  the 
vast  majority  of  Negroes  and  that  the  jurisdictions 
covered  by  the  unions  are  much  broader  than  the  geographi- 
cal boundaries  of  the  city.  The  area  included  within  the 
jurisdiction  of  the  JACs  includes  parts  of  Maryland  and 
Northern  Virginia,  which  have  large  white  populations  to 
draw  upon.  Accordingly,  it  would  be  logical  for  the  AIC 

i 

to  show  a disproportionately  large  number  of  Negro  place- 
ments. 

With  regard  to  the  recruitment  issue,  there  is 
no  indication  of  any  formal  effort  being  made  by  any 
group  to  place  Negroes.  Tie  void  is  partially  explained 
by  the  fact  that  there  has  been  some  degree  of  success  in 
placement.  Sterling  Tucker,  Executive  Director  of  the 
Washington  Urban  League,  stated  that  the  apprenticeship 
issue  "is  slightly  relaxed  but  still  grave."3  Although 
the  Urban  League  has  a representative  "with  a direct  line" 
to  its  headquarters  in  the  Bureau  of  Employment  Security 
office  (the  same  building  which  houses  the  AIC),  there 
have  been  little  active  recruitment  efforts  by  any  of  the 
civil  rights  groups  in  the  city  to  find  Negroes  interested 

3Personal  Interview,  September  8,  1965. 
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expressly  in  apprenticeship.  The  most  notable  efforts 
have  been  those  led  by  Robert  Harlan  who  served 'in  the 
capacity  of  Area  Coordinator  for  the  now  defunct^ Presi- 
dent’ s Committee  on  Equal  Employment  Opportunity.  His 
efforts  were  centered  mostly  on  Sheet  Metal  Workers 
Local  102,  which  at  last  reports  did  not  have  any  Negro 
members.  The  Council  on  Human  Relations  has  not,  as  else- 
where, been  engaged  in  any  type  of  recruitment  program. 

In  Washington  there  has  been  some  experience 
with  preapprenticeship  training  classes  in  carpentry  and 
in  bricklaying,  both  of  which  have  had  specia.1  preappren- 
ticeship classes  to  prepare  Negroes  to  qualify  for  appren- 
ticeship openings.  The  carpenters  program,  however,  was 
a failure  as  a job  placement  venture.  Only  22  (20  of 
whom  were  Negroes)  of  the  original  100  enrollees  (82  of 
whom  were  Negroes)  completed  the  program  and  were  placed 
in  apprentice  classes.  Its  demise  was  ascribed  to  the 
fact  that  it  admitted  dropouts  from  the  10th  grade,  it 
started  during  the  winter  months  when  work  was  scarce,  and 
that  it  was  hastily  conceived  with  the  participants 
rounded  up  in  less  than  one  week’  s time.  As  an  object 
lesson  of  what  not  to  do,  however,  the  program  had  posi- 
tive value.  The  bricklayers  program,  on  the  other  hand, 
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was  far  more  successful  due,  it  is  felt,  to  the  iact  that 
even  though  the  high  school  diploma  requirement  was  waived, 
there  was  more  time  for  the  AIC  to  obtain  and  to  screen 
applicants  for  the  program.  Thirty-four  of  the  original 
40  participants  ("most  of  whom  were  Negroes")  completed 
the  program  and  were  admitted  to  the  apprenticeship  class 
of  Bricklayers  Local  4.  A second  preapprenticeship  class 
subsequently  has  been  started.  These  programs  have  been 
a combination  of  institutional  and  on-the-job  training. 

The  success  of  the  bricklayers  program  is  due  in  part  to 
the  high  degree  of  likelihood  of  placement  after  comple- 
tion, and  an  incentive  given  for  diligent  effort  by  the 
bricklayers  union  which  promised  that  if  the  participants 
performed  well  in  their  training  work,  one  year  of  the 
three  years  of  their  apprenticeship  would  be  waived. 

General  Conclusions 

Washington  represents  a unique  case.  Its  pub- 
lic schools  and  most  dining  areas  were  not  desegregated 
until  1955.  Accordingly,  it  is  not  surprising  that  many 
of  the  local  unions  would  still  be  practicing  discrimina- 
tion by  the  late  fifties.  Yet,  for  a variety  of  reasons, 
integration  came  quickly  to  the  city  once  the  formal 
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barriers  were  removed.  Apprenticeship,  while  lagging  be- 
hind progress  in  other  areas  of  its  own  city  life,  has 
taken  significant  strides  when  compared  with  many  other 
northern  cities  in  which  the  legal  obstacles  to  integra- 
tion had  long  ago  di sax>peared . 

The  reasons  for  progress  can  be  attributed  to 
the  extremely  high  proportion  of  Negroes  that  now  comprise 
the  city*  s population,  to  a booming  construction  industry, 
over  full  employment  in  the  local  market,  the  proximity 
to  federal  authorities  and  international  union  and  federa- 
tion officials  who  are  headquartered  there,  and  to  the 
high  proportion  of  federal  construction  in  the  city. 

With  some  signs  of  weakening  resistance  by  unions 
to  past  exclusionary  policies,  the  civil  rights  groups 
have  turned  their  attention  in  the  mid-sixties  to  the 
issue  of  "home  rule."  As  a result,  the  apprenticeship 
question  has  not  been  of  high  priori+y  and  it  is  unlikely 
(with  the  possible  exception  of  the  Sheet  Metal  Workers) 

that  it  will  become  a controversial  issue  in  the  near 

\ 

future.  Moreover,  with  the  AIC  apparently  being  success- 
ful in  its  ability  to  obtain  and  to  dissemina.te  informa- 
tion to  the  community,  the  recruitment  issue  appears  in 
general  to  be  solving  itself.  The  Sheet  Metal  Workers 
situation  again  represents  the  exception. 


3 


CHAPTER  XI 


SAN  FRANCISCO- -OAKLAND 

Although  the  San  Francisco-Oakland  Bay  Area  of 
California  has  a relatively  large  and  diverse  minority 
population,  it  did  not  have  many  Negroes  before  World 
War  II.  A 1963  study  reported  about  30  percent  of  San 
Francisco's  800,000  population  to  be  members  of  minority 
groups  equally  divided  between  Negroes,  orientals,  and 
Mexican-Americans.  Oakland' s total  population  has  re- 
mained fairly  stable  at  about  400,000,  but  this  s-tability 
conceals  significant  internal  racial  shifts.  The  decline 
in  Oakland' s white  population  of  about  58,000  between 
1950  and  1960  was  partially  offset  by  an  increase  in  its 
nonwhite  population  of  about  46,000.  Nonwhites  consti- 
tute about  25  percent  of  Oakland' s population,  and  almost 
all  o?  these  nonwhites  are  Negroes. 

The  Negro*  s economic  conditions  in  the  Bay  Ar&a 
are  reported  to  be  very  bad.  A committee  appointed  by 
Mayor  John  F.  Shelly  of  San  Francisco  reported  in  1963 
that  "as  a group  Negroes  are  in  a crisis  comparable  to 
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the  great  depression  of  thirty  years  ago."1  The  economic 
conditions  of  Negroes  in  Oakland  are  undoubtedly  as  bad 
as  those  in  San  Francisco,  if  not  worse,  because  Oakland 
has  had  unemployment  rates  far  above  the  national  average 
and  many  Oakland  Negroes  have  sought  unemployment  in  San 
Francisco. 

Table  11-1  shows  Negro  participation  in  the  Bay 
Area  construction  industry  to  have  been  approximately  9.2 
percent  in  1960,  which  is  a lower  proportion  than  all  but 
two  of  our  other  survey  cities.  It  will  be  noted,  more- 
over, that  74  percent  of  the  Negroes  working  in  the  San 
Franc i sco-Oakland  construction  industry  are  in  the  car- 
penter and  laborer  occupations. 


Background 

San  Francisco  has  had  its  share  of  civil  rights 
demonstrations  but  for  the  most  part  they  have  not  yet 
centered  upon  the  apprenticeship  question.  In  the  spring 
of  1964,  when  there  were  a number  of  demonstrations  in 
hotel  lobbies,  supermarkets,  automobile  show  rooms,  and 

luReport  of  the  Interim  Committee  on  Human  Re- 
lations," October  8,  19S4,  p.  3. 


TABLE  11-1 


SOURCE:  U.S.  Bureau  of  the  Census. 


drive- in  lots 


to  protest  the  lack  of  minority  employees, 
Mayor  John  F„  Shelley  appointed  a fifteen-member  Interim 
Committee  whose  purpose  was  to  "put  out  fires,  prevent 
tires.”  At  the  conclusion  of  its  brief  five-month  life- 
spc<n,  the  Committee  issued  a mild  warning  that  it  felt 

the  practices  of  some  unions  (none  were  specified)  needed 
to  be  mended.2 

Because  a permanent  Human  Rights  Commission 
( HRC) , recommended  by  the  Interim  Committee,  was  not  es- 
tablished until  September,  1964,  the  HRC  has  not  figured 
as  a recruitment  body  in  San  Francisco  as  similar  agencies 
have  in  most  of  our  other  study  cities.  In  fact,  it  seems 
that  no  public  or  private  organization  in  either  Oakland 
or  San  Francisco  has  actively  sought  to  locate  applicants 
for  apprentice  programs. 

The  organization  which  seems  to  have  most  ac- 
tively pressed  this  issue  is  the  San  Francisco  Archdiocesan 
Catholic  Interracial  Council.  In  April,  1965,  this  group 
requested  the  state  PEP  Commission  "to  conduct  an  exten- 

t 

sive  investigation  into  the  membership,  apprenticeship  and 
other  programs  and  practices  of  certain  construction 

2" Interim  Report  . . .,"  op.  cit.f  pp.  13-14; 
and  Appendix  I,  pp.  3,  4.  ~ 
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unions."3  The  Council  identified  its  suspected  culprits 
to  be:  Plumbers  and  Pipefitters  Local  38,  Ironworkers 

Local  790,  Sheet  Metal  Workers  Local  355,  IBEW  Local  6, 
Glaziers  Local  718,  Operating  Engineers  Local  3,  and 
Building  Material  and  Construction  Teamsters  Local  216. 
The  Council  reported  that  "our  research  shows  beyond  any 
doubt  that  many  construction  industry  unions  have  stub- 
bornly refused  to  take  any  meaningful  action  to  eliminate 
racial  discrimination." 4 In  September,  1965,  the  Council 
enlarged  its  complaint  to  include  the  practices  of  con- 
tractors, JAC*  s,  the  California  Apprenticeship  Council, 
and  the  California  Division  of  Apprenticeship  Standards.5 

The  Archdiocese  had  earlier  announced  that  all 
future  construction  contracts  to  which  it  is  a party  must 
contain  a fair  employment  clause.  The  clause  requires 
that  the  contractors  take  affirmative  action,  that  they 
make  their  records  accessible  to  compliance  review;  $nd 
that  all  subcontractors  must  also  meet  both  requirements. 


3News  Release,  San  Francisco  Archdioce san  Catho- 
lic Interracial  Council,  July  19,  1965. 

4 Ibid . 

5Press  Release  San  Francisco  Archdiocesan  Catholic 
Interracial  Council,  September  19,  1965. 


Complying  with  the  request  of  the  Catholic 
group,  the  FEP  started  an  investigation  beginning  on 
May  4,  1S65.  In  mid-Jul%  1965,  an  FEP  spokesman  was 
quoted  as  saying  that  dealing  with  labor  unions  is  the 
"toughest  problem  FEPC  faces,"6  He  went  on  to  elaborate 
by  fjaying: 

Labor  union  in  reality  are  responsible  only 
to  themselves.  Their  elected  officials  are  put  in 
by  the  membership  and  no  one  else.  They  reflect 
the  status  quo  feeling  of  the  membership,7 

The  investigation,  however,  was  dropped  due  to  the  fact 
that  it  lacked  any  specific  complaints. 

A major  showdown  on  the  issue  appears  to  be 
looming  when  the  Bay  Area  Rapid  Transit  project  begins  in 
1966.  Besides  constructing  a tunnel  under  the  bay,  there 
will  be  extensive  construction  of  depots  and  trackage 
throughout  the  entire  bay  area.  In  1965  a coalition  of 

rights  and  religious  groups  formed  a committee  known 
as  Job  Opportunities  Bay  Area  Rapid  Transit  (JOBART)  for 
the  purpose  of  pressing  for  the  training  and  hiring  of 
local  workers  to  supply  the  labor  needed  for  the  mammoth 


6The  Monitor.  July  7,  1965. 

7Ibid. 
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task.  JOBART  feels  that  the  project  "offers  a unique 
opportunity"  to  prepare  local  workers  to  qualify  for  em- 
ployment in  the  project.  It  is  hoped  by  this  group  that 
with  the  availability  of  federal  training  funds  and  a 
large  unskilled  work  force  ( made  up  largely  of  minority 
people)  that  minority  participation  in  the  trades  can  be 
increased  immeasurably . 

Aside  from  the  transit  project,  it  was  an- 
nounced in  April,  1966,  that  Oakland  had  been  selected  as 
the  first  city  to  be  rebuilt  as  a part  of  the  Great  So- 
ciety* s city  refurbishment  project.  The  Economic  Develop- 
ment Administration  (EDA)  made  available  $15  million  for 
a port  expansion  project  and  a new  airplane  hangar.  Tied 
to  the  loans,  however,  was  a stipulation  made  by  EDA  that 
employers  on  the  project  must  give  priority  to  Negroes 
and  other  minority  group  people  in  filling  these  new  jobs. 
Hiring  plans  for  upwards  of  at  least  a year  in  advance 
would  be  rv.  uired  of  the  employers  who  would  submit  these 
plans  to  a special  EDA-sponsored  review  panel.  An  EDA 
spokesman  has  been  quoted  as  saying:  " It's  the  first 

time  that  this  sort  of  requirement  has  been  made.  It  has 
never  been  tested  in  court.!”8 

8" Administration  Selects  Oakland  as  First  City 
in  Rebuilding  Program,"  Wall  Street  Journal,  April  25, 
1966,  p . 1 . 


To  assist  Negroes  to  qualify  for  these  Jobs  in 
the  construction  industry  and  other  industries  in  the  area 
it  was  announced  in  early  1966  that  a "skill  bank"  would 
be  set  up.  The  program  wag  to  be  a major  expansion  of 
the  Oakland  Adult  Minority  Project.  A f ive-million-dollar 
program  of  job  training  was  to  be  sought  through  the  pro- 
visions of  the  Manpower  Development  and  Training  Act. 

The  Oakland  Building  Trades  Council,  however, 
does  not  share  the  optimism  of  either  JOBART  or  the  Oak- 
land Adult  Minority  Project  supporters.  Its  spokesman, 

J.  L.  Childers,  ha6  been  quoted  as  saying  that  the  talk 
of  shortages  of  construction  workers  was  "mostly  hot  air" 
and  "hullabaloo."9  At  one  point,  another  representative 
for  the  Council  testified  before  a special  legislative 
committee  that  the  plan  to  expand  the  Adult  Minority 
Project  was  launched  "just  to  get  U.S.  cash."10  Ulti- 
mately an  accord  was  achieved  when  the  Alameda  County 
Manpower  Development  and  Training  Act  Advisory  Committee 
adopted  an  amended  version  of  the  original  proposal.  The 

9" Plenty  of  Workers  to  Construct  BART,"  East 
Bay  Labor  Journal,  January  7,  1966,  pp.  1,  7 . \ 

10,,Project  Launched  Just  to  Get  U.S.  Cash, 

East  Bay  Labor  Journal,  January  28,  1966,  p.  1. 
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amendment  occurred  after  the  Central  Labor  Council  and 
the  Building  Trades  Council  had  both  appealed  to  Governor 
Brown  to  intervene.  The  change  occurred  when  it  was  an- 
nounced that  training  would  take  place  only  for  specific 
occupations  and  after  a detailed  survey  had  been  conducted 
of  occupational  demands.11  Only  eight  occupations  were 
immediately  identified  as  having  shortages:  six  were  in 

the  field  of  repairing  office  machinery  and  the  other  two 
were  draftsmen  occupations.  Conspicuously  absent  was  any 
mention  of  training  in  the  construction  trades. 

In  spite  of  its  opposition  to  these  programs, 
the  Alameda  County  AFL-CIO  became  the  first  central  labor 
council  in  the  nation  to  sponsor  a community  action  pro- 
gram. In  conjunction  with  the  "war  on  poverty,"  the 
labor  body  initiated  an  on-the-job  work  experience  project 
during  the  summer  of  1965  for  200  youths--most  of  whom 
were  from  minorities. 


11M Skills  Center  Approved--with  Labor  Safe- 
guards," East  Bay  Labor  Journal,  February  4,  1966,  pp.  1, 

7 . 
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The  California  Plan  for 
Equal  Opportunity 

At  its  1957  meeting,  the  California  Apprentice- 
ship Council  (CAC)  adopted  a proposal  that  apprenticeship 
training  he  made  available  to  all  qualified  youths  regard- 
less of  race,  creed,  or  color.  At  this  same  meeting  it 
was  decided  to  investigate  the  feasibility  of  holding  a 
biennial  statewide  conference  of  apprenticeship  committees. 
From  these  efforts  came  the  decision  to  hold  such  a con- 
ference in  I960. 

Prior  to  the  actual  convening  of  the  first  bi- 
ennial California  Conference  on  Apprenticeship  ( CCA)  in 
1960,  the  President  of  the  state  labor  federation  recom- 
mended the  inclusion  of  a workshop  on  the  subject  of  equal 
opportunity.  Accordingly,  with  added  support  from  civil 
rights  groups  and  some  management  associations,  the  de- 
cision to  include  a workshop  on  the  topic  was  agreed  upon. 
At  the  CCA  meeting,  the  workshop  presented  its  first 
recommendation  which  was  accepted  by  the  conference  and 
later  by  the  California  Apprenticeship  Council. 

The  recommendation  called  for  the  establishment 
of  a special  study  committee  on  the  employment  of  minori- 
ties. It  was  done.  Meeting  in  January,  1961,  the  study 


o 
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committee  immediately  realized  that  the  first  problem  was 
one  of  actually  determining  the  existing  degree  of  partici- 
pation. "There  were  no  accurate  records  or  statistics 
available  on  the  status  of  minority  groups  in  apprentice- 
ship training."12  Accordingly,  it  was  decided  to  request 
that  such  a study  be  made  immediately  (to  be  discussed 
below) . At  a later  meeting  in  1961,  the  study  group 
recommended  that  statewide  committee  and  local  committees 
be  established  to  encourage  equal  opportunity  for  minority 
applicants  to  apprenticeship  programs. 

As  a consequence,  the  Statewide  Committee  for 
Equal  Opportunity  in  Apprenticeship  and  Training  for 
Minority  Groups  ( SCEOATM)  was  created.  The  SCEOATM  has 
established  apprenticeship  information  centers,  initiated 
a speakers'  bureau  to  visit  local  JAC1 s,  engaged  in  a 
publicity  program  ( including  the  publishing  of  the  Appren- 
ticeship News  Letter  which  is  issued  quarterly  and  dis- 
tributed to  all  news  media),  supervised  the  establishment 
of  local  committees  for  equal  opportunity,  requested  that 
special  surveys  of  apprenticeship  programs  be  conducted, 

12" The  California  Plan  for  Equal  Opportunity," 
Department  of  Industrial  Relations,  Division  of  Apprentice- 
ship Standards,  p.  2. 
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and  pressed  for  greater  promotion  of  apprenticeship  pro- 
grams in  general.  The  total  of  the  activities  in  this 
area  is  referred  to  as  the  California  Plan  for  Equal  Op- 
portunity. 

Mention  also  should  he  made  of  the  related  fact 
that  in  1961  the  CAC  amended  its  state  program  for  appren- 
tice selection.  The  new  provision  called  for  fair  and 
impartial  treatment  through  the  use  of  uniform  selection 
procedures  applicable  to  all  who  seek  admittance. 


The  1964  California  Conference 
on  Apprenticeship 

. The  California  Conference  on  Apprenticeship 
(CCA)  is  a permanent  organization  that  meets  biennially. 
Established  in  1957  by  the  California  Apprenticeship 
Council  ( CAC) , the  CCA  is  composed  of  members  of  the  CAC 
and  all  apprenticeship  committees  in  the  state.  The  CCA 
is  important  in  that  its  members  are  responsible  for  the 
local  implementation  of  general  directives  formulated  at 
the  higher  state  and  national  levels.  For  this  reason, 
the  actions  of  this  group  are  seen  as  bellwethers  for 
the  thinking  of  the  rank-and-file.  In  this  context, 
developments  during  the  third  meeting  of  CCA  were  very 
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eventful  with  respect  to  the  issue  of  equal  opportunity 
in  apprenticeship. 

The  third  CCA  meeting  began  with  a strong  state- 
ment by  Governor  Edmund  G.  Brown  on  this  issue.  Reminding 
the  delegates  of  their  1960  conference  pledge  to  seek 
ways  to  expand  apprenticeship  opportunity  for  minority 
youth  (which  led  subsequently  to  the  California  Plan  for 
Equal  Opportunity),  the  Governor  stated  that: 

. . . we  must  press  for  absolute  fairness  in  the 

selection  of  apprentices.  Young  people,  without 
regard  to  race,  creed,  or  color,  must  have  equal 
opportunity  to  receive  training  for  skilled  employ- 
) me  nt . 1 3 

In  one  of  the  associated  workshops--ent itled  Equal  Oppor- 
tunity in  Apprenticeship  and  Training  for  Minority  Groups 
--the  specific  question  of  eliminating  discrimination  and 
expanding  the  number  of  apprenticeships  was  taken  up  in 
detail.  Charles  F.  Hanna,  chief  of  the  Division  of  Ap- 
prenticeship Standards,  told  the  workshop  that: 

For  those  groups  who  have  built  in  discrim- 
ination we  will  continue  to  break  down  these 


1 proceedings  ; Third  Biennial  California  Con- 
ference on  Apprenticeship,  San  Francisco,  May  20,  21,  and 
22,  1964,  p.  19. 
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evil  practices,,  The  time  for  them  to  voluntarily 
abandon  these  practices  has  just  about  run  out.14 

In  addition,  he  is  quoted  as  saying  "we  are  well  aware  of 
the  fact  that  more  would  apply  if  they  could  believe  they 
would  receive  fair  and  impartial  treatment."15  In  summing 
up  the  1SS4  status  of  minorities  in  apprenticeship  pro- 
grams in  the  state,  he  said  that  progress  made  to  date  is 
"far  from  satisfactory."16  It  was  the  consensus  of  the 
workshop  that  one  of  the  best  ways  to  increase  minority 
participation  was  to  press  for  an  expansion  of  apprentice- 
ship— especially  in  the  public  sector  (e.g.,  state  high- 
way department,  federal  defense  programs,  etc.).17  To 
this  dual  goal,  resolution  No.  51  was  adopted  by  the  work- 
shop and  forwarded  to  the  Conference  for  promulgation. 

Resolution  No.  51  called  first  for  an  expansion 
of  apprenticeship  and  resolved  that  the 

. . . conference  urge  all  groups  interested  in 

apprenticeship  to  bend  every  effort  to  study. 


1 4 
1 5 
1 6 
1 7 


San  Francisco  Chronicle, 
Oakland  Tribune,  May  22, 
Chronicle . op.  cit. 


May  22,  1964. 
1964 , p . E3 . 


Proceedings , op,  cit, , 


p.  27 . 
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encourage,  and  effectuate  every  possible  means  to 
insure  fair  and  equal  opportunity  to  qualified 
minority  youth  to  enter  apprenticeship  programs.18 


The  vote  on  resolution  No.  51  was  cne  of  the 
last  to  he  taken  up  by  the  Conference.  Only  about  200  of 
the  400  voting  delegates  were  present  when  the  vote  came 
and  the  unexpected  opposition  exposed  itself.  The  night 
before*  a caucus  of  dissidents — led  by  Dominic  Soffieto  of 
the  Southern  California  Journeymen-Apprent ice  Pipe  Trades 
Trust  Fund  and  William  Reedy  of  the  San  Francisco  IBEW-- 
had  met  to  muster  opposition  to  the  resolution.  When  the 
vote  came,  the  resolution  was  tabled.  Clearly  a reversal 
from  the  expressed  tenor  of  the  meeting,  Hanna  was  quoted 
as  saying  that  he  was  "deeply  disappointed"19  and  that 
'rwe've  got  to  persuade  these  people  to  come  along  with  the 
progressive  position."20  In  addition,  Hanna  stated 

It  [the  action  of  the  conference]  raises  a serious 
question  as  to  whether  we  can  continue  to  extend 
state  services  to  the  conference  in  view  of  the 
Governor'  s code  of  fair  employment  practices.  It 


1 8 Ibid . , p.  59. 

190akland  Tribune.  May  23,  1964,  p.  7B. 
20 

San  Francisco  Chronicle,  May  23,  1964. 
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forbids  us  to  provide  services  to  org&nifcat ions 
or  private  bodies  which  discriminate.21 

' * 

Following  the  adjournment  of  the  CCA  the  18- 
member  California  Apprenticeship'  Council  met  and  unani- 
mously supported  the  recommendation  that  the  Conference 
on  Apprenticeship  had  turned  down  the  day  before.  Al- 
though the  council'  s action  did  something  to  counteract 
the  conference's  rejection  of  resolution  No.  51,  the 
CCA' s action  in  rejecting  the  equal  opportunity  proposal 
darkened  the  building  trades'  already  unfavorable  image 

in  the  Negro  community. 

It  is  not,  however,  clear  to  what  extent  the 
opponents  of  resolution  No.  51  were  motivated  by  racism 
and  to  what  extent  they  were  motivated  by  opposition  to 
outside  interference  with  apprenticeship  programs#  There 
can  be  little  question  that  both  motives  were  prelent. 

The  Apprenticeship 
Information  Centers 

The  Bay  Area  Urban  League'  s experiences  con- 
vinced it  that  one  of  the  most  pressing  problems 


21  San  Francisco  Examiner,  May  24,  1964. 
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confronting  minority  youth  interested  in  apprenticeship 
was  the  lack  of  information  concerning  such  matters  as 
eligibility,  application  procedures,  details  concerning 
specific  programs,  and  general  information  about  the 
benefits  that  accrue  to  those  who  undertake  such  training. 
The  Urban  League  suggested  that  there  was  a need  for  some 

I 

sort  of  informatics  clearinghouse.  As  conceived  by 
Arthur  Bradford,  the  originator  of  the  information  center 
idea,  the  clearinghouse  would  be  staffed  not  only  by 
people  knowledgeable  about  the  details  of  apprenticeship 
but  also  by  psychologists,  vocational  counselors,  and  edu- 
cation experts. 

Although  it  did  not  accept  all  of  Bradford' s 
ideas,  the  1960  California  Conference  on  Apprenticeship 
recommended  that  an  Apprenticeship  Information  Center 
(AIC)  be  established,  A pilot  program  was  set  up  in 
Fresno  followed  shortly  afterward  by  another  in  San  Fran- 
cisco in  1963.  Operated  jointly  by  the  Division  of  Ap- 
prenticeship Standards  (DAS)  of  the  State  Department  of 
Industrial  Relations,  the  State  Department  of  Education, 
and  the  State  Department  of  Employment,  the  functions  of 
the  AIC  were: 


t 


1.  To  maintain  a library  of  information  on  appren- 
ticeship, 

2.  To  provide  counseling  services  and  to  make  avail- 
able details  on  how  and  where  to  apply*  and 

3.  To  refer  applicants  to  JAC s who  request  such 
action. 22 

Although  the  first  effort  in  1963  to  get  funds  from  the 
California  Legislature  to  establish  a series  of  centers 
on  a permanent  basis  failed  to  pass*  the  1964  session  ap- 
proved AIC s for  California's  major  cities. 

Surveys  of  Minority  Participation 

As  noted  earlier,  the  initial  recommendation  of 
the  study  group  on  equal  opportunity  was  to  gather  data. 
The  recommendation  was  approved  by  the  Executive  Board  of 
the  CCA  and  the  CAC  for  the  first  survey  in  1960.  The 
second  survey  was  taken  in  1961  at  the  request  of  the  CAC 
and  the  SCEOATM.  The  DAS  actually  conducted  both  studies. 
"Aware  of  the  controversial  nature  of  the  question  on 


22Report  of  the  California  State  Advisory  Com- 
mittee to  the  U.S.  Commission  on  Civil  Rights  on  Califor- 
nia Program  for  Equal  Opportunity  in  Apprenticeship 
(prepared  by  William  Becker)*  reprinted  in  The  Role  of 
Apprenticeship  in  Manpower  Development:  United  States 

and  Western  Europe,  Committee  on  Labor  and  Public  Welfare* 
1964*  p . 1240 . 


minority  backgrounds,”  the  DAS  secured  a legal  ruling 
which  assured  them  that  post- employment  ethnic  informa- 
tion was  not  illegal.23 

The  First  Survey.  The  pioneering  study  con- 
ducted by  the  DAS  was  made  in  1960  of  apprentices  who 
completed  their  training  in  1955.  During  that  year, 

3,018  journeymen  certificates  were  awarded  by  the  CAC . 
Questionnaires  were  sent  to  one-half  of  these;756  com- 
pleted the  form.  Of  those  responding,  77,  or  about  9 
percent,  listed  themselves  as  minority.  These  77  were 
distributed  as  follows:  Mexican-Amer ican,  45;  Negroes, 

11;  Jewish,  9;  Oriental,  6;  Indians,  3. 24  The  11  Negroes 
represent  1.1  percent  of  the  total.  There  was  no  break- 
down by  union  affiliation  for  the  minority  members. 

The  Second  Survey.  In  1961  the  DAS  was  again 
requested  by  the  CAC  and  the  Statewide  Committee  for 
Equal  Opportunity  in  Apprenticeship  and  Training  for 
Minority  Groups  to  conduct  a survey  of  active  apprentices. 
Of  the  20,981  active  apprentices  7,166  returned  completed 

23"The  California  Plan  . . op . cit . , p.  4. 

24" Survey  of  Completed  Apprentices,"  Division 
of  Apprenticeship  Standards  (i960),  p.  19. 


questionnaires  (about  54  percent  response).  The  break- 
down was  as  follows:  Indians,  283;  Chinese,  18;  Japanese 

51;  Jewish,  58;  Mexican,  521;  Negro,  150;  other,  32. 25 
The  total  minority  participation  was  17  percent  but  Ne- 
groes constituted  only  2,1  percent  of  the  total.  Again, 
there  was  no  breakdown  of  union  affiliation  released  to 
the  public.  Commenting  about  the  validity  of  this  survey 
the  California  State  Advisory  Committee  to  the  U.S.  Com- 
mittee on  Civil  Rights  stated: 


The  survey  of  apprentices  currently  in  the 
program  in  1962  did  not  result  in  a valid  sample. 

It  was  decided  not  to  try  to  do  it  by  mail  with 
the  20,575  names  but  to  pass  out  the  surveys  to 
those  apprentices  attending  classes  of  related  in- 
struction. Some  school  systems,  notably  San  Fran- 
cisco would  not  allow  the  questionnaires  to  be 
distributed  in  their  classes.  A few  large  appren- 
ticeship committees  refused  to  cooperate  in  any  way. 
. . . As  a result  of  these  factors  the  second  sur- 
vey does  not  come  close  to  being  a valid  statisti- 
cal sample.26 


Commenting  on  the  status  of  the  Negro,  the  report  stated: 


The  progress  made  to  the  beginning  of  1962  has 
not  allowed  anyone  concerned  with  the  program 


25,1  The  California  Plan  , . op.  clt.,  p.  21. 

26" Report  of  the  California  State  Advisory 
Committee  . „ . , M op.  cit.,  p.  1244. 


to  lose  sight  of  how  much  work  remains  to  "be 
done,  especially  for  Negro  youth.27 

Continuing  Ethnic  Survey.  In  1965  the  State- 
wide Committee  again  solicited  the  CAC  to  report  on  the 
ethnic  composition  of  the  apprentice  programs  in  the 
state.  DAS  again  conducted  the  survey.  Of  the  24,673 
registered  apprentices,  18,430  (about  74  percent  of  the 
total)  were  included  in  the  visual  head  count  obtained  by 
actually  visiting  the  apprentice  classes  and  counting 
the  minority  youth.  The  report  found  between  14  to  15 
percent  of  the  apprent ice s were  minority  members.  About 
3 percent  of  the  total  were  Negroes  (a  total  of  711  Ne- 
groes) . The  highest  concentration  of  Negroes  was  in  the 
carpentry  trade  which  reported  215  Negro  apprentices 
( about  3 percent  of  the  total  in  the  trade) . Bricklaying 
reported  3.2  percent  Negro  apprentices;  Plasterers  and 
Cement  Masons  reported  16  percent  Negro  apprentices,  and 
roofing  6.5  percent  Negro  apprentices.  The  report  held 
that  in  certain  geographical  areas,  "the  degree  of  inte- 
gration has  been  limited" --specifically  in  the  electrical 
ironworkers,  operating  engineers,  pipe  trades,  and  sheet 


27 


Ibid. 
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metal  workers  trades.  Again,  there  were  no  figures  for 
specific  programs  in  any  city  given.28 

In  its  quarterly  meeting  in  July,  1965,  the  CAC 
recommended  that  DAS  undertake  a program  designed  to  pro- 
vide up-to-date  statistics  on  apprentices.  The  project 
would  be  referred  to  as  a "Continuing  Ethnic  Survey." 
Unless  this  data  is  broken  down  by  the  specific  trades 
in  specific  geographical  areas  it  is  extremely  difficult 
to  appraise  the  status  of  minority  participation  from 
this  new  data. 

San  Francisco-Oakland  Area.  The  results  of 
visual  headcount  made  of  the  apprentice  classes  in  Oakland 
conducted  under  a study  made  by  the  University  of  Cali- 
fornia in  1964  are  presented  in  Table  11-2.  The  pattern 
is  quite  similar  to  that  revealed  in  the  other  survey 
cities.*  few  if  any  Negroes  in  the  electrical,  plumbing, 
steamfitting,  and  sheet  metal  trades  (there  were  no  fig- 
ures available  for  the  ironworkers) j and  a concentration 
of  Negroes  in  the  carpentry,  painting,  and  trowel'  trades. 


28The  data  presented  in  this  paragraph  is 
based  upon  a four-page  release  from  the  State  Department 
of  Industrial  Relations,  October  29,  1965. 
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TABLE  11-2 

ENROLLMENT  IN  APPRENTICESHIP  CLASSES 

IN  OAKLAND 
APRIL  1964 


4 

Trade 

Total 

Apprentices 

Total 

Negro 

Carpentry- 

119 

25 

Cement  Masons 

46 

5 

Electrical 

117 

1 

Lathers 

35 

0 

Painters 

28 

3 

Plumbers 

63 

1 

Roofers 

27 

4 

Sheet  Metal  Workers 

98 

3 

Steamf itters 

88 

0 

Plasterers 

38 

7 

SOURCE:  Head  coant  in  Oakland  Schools 


The  DAS  has  been  consistently  reluctant  to  pro- 
vide specific  data  to  this  study  and,  apparently,  to 
other  interested  parties  in  the  state.  Indeed,  the  DAS 
even  refused  to  provide  statistical  information  to  the 
California  FEP  Commission.  The  DAS  by  its  desire  for 
secrecy  is  implicitly  saying  that  it  feels  that  there  is 
serious  cause  for  concern.  In  addition,  it  is  clear  that 
DAS--which  receives  its  state  appropriation  on  the  basis 
of  the  number  of  registered  apprentices  In  the  state-- 
does  not  want  to  do  anything  which  might  cause  any  JAC 
to  cancel  or  to  deregister  its  program. 

Field  Work  Findings.  It  was,  however,  possible 
to  arrive  at  the  approximate  number  of  Negro  apprentices 
in  various  programs  by  a process  of  elimination.  The 
1965  DAS  survey  reported  that  Negroes  constituted  3.67 
percent  of  the  1240  apprentices  in  San  Francisco.  There 
were,  therefore,  approximately  45  Negro  apprentices  in 
the  city.  Our  field  interviews  uncovered  the  following 

numbers  of  Negro  apprentices  in  San  Francisco  as  of  Janu- 

» 

ary  1,  1966:  Carpenters,  18;  Cement  Masons,  14;  Plumbers 

2;  and  Machinists,  4.  We  have  thus  accounted  for  38  of 
the  45  Negro  apprentices.  Subsequently,  it  has  been  re- 

4 

ported  that  in  1966  two  additional  Negro  apprentices 
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were  admitted  to  the  Plumbers  program  and  that  26  Ne- 
groes were  among  200  applicants  tested  for  the  electri- 
cians apprenticeship  program. 

General  Conclusions 

The  San  Francisco-Bay  Area  is  heralded  through- 
out the  United  States  for  its  accessibility  and  openness 
to  outsiders.  But  if  it  takes  ‘u;  exception  to  prove  a 
rule,  the  apprenticeship  question  is  certainly  that  ex- 
ception. In  no  city  has  information  been  more  difficult 
to  gather.  The  impasse,  however,  is  by  no  means  limited 
to  our  study.  It  is  denied,  it  seems,  to  all.  The  sole 
possessor  of  the  data  needed  to  evaluate  the  prevailing 
picture--the  State  Division  of  Apprenticeship  Standards 
( DAS) --guards  the  information  it  has  like  a selfish  child 
with  his  toys.  While  the  DAS  does  conduct  its  regular 
surveys,  the  information  that  is  released  to  the  public 
is  so  broad  that  it  can  only  be  evaluated  with  great  care. 
The  refusal  of  a public  agency  to  release  information  that 
pertains  to  a vital  social  question  is  hard  to  comprehend. 
If  public  review  was  as  potentially  explosive  as  the  DAS 
apparently  believes  it  is,  why  has  similar  data  been  so 
accessible  elsewhere?  Racial  tension  in  other  cities  has 
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certainly  been  more  3trained  than  here  yet  the  data  can 
be  obtained.  Possibly,  the  cloak  of  secrecy  can  be  ex- 
plained by  the  fact  that  the  DAS  has  not  been  sufficiently 
pressured  by  civil  rights  groups  and  other  public  offi- 
cials to  release  the  information. 

For  an  area  its  size,  there  is  an  amazing  lack 
of  organized  concern  over  Negro  participation  in  the  ap- 
prenticeable  trades.  Piecemeal  efforts  have  cropped  up 
at  times.  These  programs,  however,  have  been  more  con- 
cerned with  placing  Negroes  in  immediate  employment. 

There  has  been  no  serious  attempt  to  date  to  promote,  to 
seek  out,  to  tutor,  and  to  follow  up  Negroes  who  might  be 
interested  in  employment  in  the  trades.  The  advent  of 
J03A.RT  and  the  skills  bank  projects  may  spur  more  con- 
cern for  such  placement  activity.  Yet,  to  obtain  results 
of  consequence,  attention  must  be  focused  now  on  the  de- 
velopment of  recruitment  channels.  Experience  elsewhere 
shows:  that  unions  cannot  be  expected  to  actively  re- 

cruit applicants  of  any  race;  that  the  Negro  community 
is  almost  completely  unaware  of  the  traditions  processes 
and  procedures  surrounding  apprenticeship;  and  that  with- 
out direction  nothing  more  than  token  entrance  at  best 
can  be  expected.  In  other  words,  the  civil  rights  groups 
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need  to  give  attention  to  the  establishment  of  machinery 
tailor-made  to  the  apprenticeship  issue.  Until  such  time 
as  such  a specific  body  is  formed,  little  will  change  and 
no  one  should  be  surprised  or  complain  over  the  low  par- 
ticipation figures,, 


o 


CHAPTER  XII 


HOUSTON  AND  ATLANTA 


Part  A:  Houston 


Introduction 

Houston  is  not  only  the  largest  city  in  the  South 
but  also  has  a rapidly  expanding  economy.  According  to  the 
1960  population  census,  Houston  was  the  seventh  largeBt 
city  in  the  United  States.  About  23  percent  of  Houston's 
900,000  inhabitants  are  classified  as  nonwhites.  The  Na- 
tional Aeronautics  and  Space  Administration  complex  has 
given  rise  to  many  related  industries  which  have  served  to 
spur  on  the  already  rapid  pace  of  development.  Opportu- 
nities  in  apprenticeship  have  increased  with  the  growth  of 
the  industrial  sector,  but  Negro  participation  in  these 
programs  can  at  best  be  described  as  infinitesimal. 

Part  of  the  explanation'  for  the  paucity  of 
Negroes  in  these  programs  can  be  found  in  the  schoql  sys- 
tem, which  had  been  following  a grade-a-year  desegregation 
program  up  to  the  Fall,  1965,  when  grades  seven  and  nine 
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were  integrated.  Actually,  however,  there  has  been  little 
real  integration  of  student  bodies  due  to  community  racial 
patterns . 

Por  many  years,  v?.rtually  all  apprenticeship 
training  classes  were  held  at  San  Jacinto  High  School, 
which  is  still  the  city’s  main  vocational  high  school. 

San  Jacinto’s  admission  policy  has  until  only  the  most 
recent  times  been  "white  only."  One  interviewee,  a non- 
union Negro  apprentice,  related  the  story  of  the  diffi- 
culties he  encountered  in  gaining  admission  to  San  Jacinto’s 
classes  in  electrical  work.  In  November,  1964,  when  he 
applied  for  admission  to  these  classes,  he  was  told  by  the 
principal  that  if  he  entered  the  white  students  would  walk 
out  en  masse.  It  was  only  through  the  persistent  efforts 
of  his  employer,  a nonunion  Negro  electrician  and  a commu- 
nity leader,  that  in  January,  1965,  he  was  finally  admitted. 
Needless  to  say,  the  white  students  made  no  attempt  to 
leave  their  classes. 

According  to  Dr.  B.  A.  Turner,  Dean  of  the  School 
of  Industries  at  Texas  Southern  University  (located  in 
Houston),  all  four  of  the  high  schools  attended  primarily 
by  Negro  students  "have  always  been  poorly  staffed  and 
financed  in  comparison  with  the  other  schools  in  the 


city."1  Furthermore,  Dr.  Turner  states  tha-:  vocational 
training  opportunities  for  Negroes  at  the  high  school  level 
’’have  been  poor  and  limited  to  only  a few  traditional  occu- 
pations such  as  cooking  and  food  preparation. " A'  1961 
study  by  the  Southern  Regional  Council  lends  support  to 
Turner's  appraisal: 


Discriminatory  conditions  which  materially  af- 
fect occupational  opportunity  begin  early  for  Houston 
Negroes.  They  are  barred  •prom  the  city's  only  full- 
time vocational  high  school  [San  Jacinto  High  School], 
and  vocational  courses  offered  in  their  own  schools 
are  limited  to  skills  which  the  school  system  defines 
as  most  appropriate  for  them  as  adults.  Industry, 
for  its  part,  feels  little  obligation  either  to  em- 
ploy Negroes  at  jobs  for  which  they  are  training  or 
to  provide  inservice  training.2 


Civil  rights  spokesmen  feel  that  the  recent  introduction 
of  technical  courses  at  the  predominantly  Negro  schools 
was  in  response  to  efforts  of  Negro  youth  to  transfer  to 
predominantly  white  schools  for  this  training. 

In  defense  of  school  officials,  it  should  be 
added  that  the  public  school  system  has  not  received 


interview  of  January  25,  1966*  (The  four  schools 
he  is  referring  to  are:  Washington,  Wheatley,  Worthington, 

and  Yates . ) 


2Houston:  The  Negro  and  Employment  Opportunities 

in  the  South,  Report  Written  by  Art  Galenher,  Jr.,  for 
Southern  Regional  Council,  November,  1961,  p.  6. 
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strong  community  support,  perhaps  because  there  are  many 
excellent  private  schools  in  the  city  which  have  led  Hous- 
ton's "power  structure"  to  be  somewhat  ambivalent  about 
the  quality  of  the  public  schools.  For  example,  a recent 
government  report  on  Houston  concluded  that  its  "vocational 
education  is  wholly  inadequate." 

As  compared  with  most  of  our  other  survey  cities, 
Houston  is  not  in  any  sense  a union  town.  It  is  estimated 
by  the  State  AFL-CIO  that  no  more  than  15  percent  of  the 
city's  labor  force  is  organized.  Probably,  the  construc- 
tion industry  comes  closest  to  being  one  of  the  best  orga- 
nized, although  there  is  a large  nonunion  sector  in  this 


industry.  Virtually  all  residential  construction  is  done 
by  nonunion  labor.  Table  12-1  shows  that  almost  18  per- 
cent of  those  employed  in  the  construction  industry  in 
1960  were  Negro.  This  figure  is  the  third  highest  (ex- 
ceeded only  by  Atlanta  and  Washington)  of  our  ten  survey 
cities.  Since  we  have  uncovered  little  evidence  of  Negroes 
in  most  of  the  crafts,  it  can  only  be  deduced  that  the 
nonunion  sector  has  become  the  source  of  employment  for 
the  vast  majority  of  Negroes  in  most  of  the  crafts  shown 
in  Table  12-1  except  the  cement  masons.  It  should  be 
noted,  however,  that  the  1960  census  figures  show  that 


o 
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58  percent  of  the  Negroes  in  the  Houston  construction 
industry  were  working  as  cement  masons  and  laborers. 

Table  12-2  presents  the  data  gathered  through 
our  field  interviews  on  the  degree  of  Negro  participation 
in  selected  building  trades  in  Houston.  . 

As  in  most  cities,  there  is  a wide  gulf  between 
the  views  expressed  by  civil  rights  groups  and  those  ex- 
pressed by  labor  spokesmen  on  the  apprenticeship  question. 
When  one  attempts  to  find  concrete  evidence  to  support 
either  view,  the  only  conclusion  that  can  be  drawn  is  that 
there  is  virtually  no  minority  participation.  The  study 
conducted  by  the  Southern  Regional  Council  in  1961  found 
that  the  plumbers,  painters,  sheet  metal  workers,  lathers, 
carpenters,  and  bricklayers  "ban  Negro  membership  under 
all  circumstance  s . 1,3  The  finding  presented  earlier  in 
Table  12-2  shows  that  by  1966  little  had  changed.  The 
surprising  conclusion  to  be  drawn  from  this  table,  how- 
ever, is  not  the  absence  of  Negro  apprentices  in  the  elec- 
trical, pipefitters,  plumbers,  sheet  metal  workers,  and 
ironworkers  unions.  Rather,  it  is  the  absence  of  Negroes 
from  some  other  programs  which  in  most  other  cities  are 


Ibid. , p.  14. 
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TABLE  12*2 

MINORITY  PARTICIPATION  IN  BUILDING  TRADES 
APPRENTICE  PROGRAMS  IN  HOUSTON, 

APRIL  1966 


- 

Number 

of: 

Journeymen 

Apprentices 

Unio  a 

Total 

Negro 

Total 

Negro 

IBEW  #716 

• 

1,000* 

0 

160 

0 

Pipefitters  #211  ) 

) 

60** 

1 

184** 

0 

Plumbers  #68  ) 

Sheet  Metal  Workers  #54 

630 

0 

91 

0 

Ironworkers  #64 

700 

0 

86 

0 

Carpenters  #213 

2,900 

1 

199 

0 

Painters  #130 

1,000 

0 

42 

0 

Plasterers  #79 

170 

1 

24 

0 

Lathers  #2?4 

130 

0 

16 

0 

Bricklayers  #7 

364 

0 

47 

0 

Cement  Masons  #681 

700 

60 

26 

0 

SOURCE:  Field  Interviews  in  Houston,  1966. 


* There  are  an  additional  1,000  Journeymen  in  the 
union  who  are  in  manufacturing  industries . Of 
this  number,  six  are  Negro  Journeymen,, 

**  The  apprentices  trailing  program  is  a Joint  pro- 
gram between  the  employers  and  the  unions  in  both 
trades . 
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not  even  considered  problems,  that  is,  the  carpenters, 
plasterers,  bricklayers,  lathers  and  painters.  The  only 
two  Negro  apprentices  uncovered  by  our  survey  of  the  city 
were  in  the  cement  mason’s  program.  Both  of  them  were 
brothers  and  their  older  brother  is  a Journeyman  in  the 
union.  The  conspicuous  absence  of  Negroes  in  almost  all 
unions  and  apprenticeship  programs  casts  strong  suspicion 
about  the  optimistic  rhetoric  expressed  in  the  interviews 
with  union  officials  in  the  city.  Indicative  of  the  di- 
chotomy between  words  and  action  was  the  experience  of 
J.  C.  McDaniel,  President  of  the  Laborer’s  Union  Local  18, 
who  raised  the  question  of  the  lack  of  Negroes  in  the  in- 
dustry before  the  city’s  building  trades  council.  Shortly 
afterward,  the  council  wrote  to  his  international  that  he 
had  stepped  beyond  his  bounds  as  a representative  of  his 
trade  and  urged  that  they  reprimand  him  for  his  inappro- 
priate remarks.  His  international  did  not  comply  with  the 
request. 

* 

The  one  Negro  Journeyman  in  the  Plumbers  union 
did  not  enter  the  union  via  the  apprenticeship  route.  He 
graduated  in  1947  from  Prairie  View  A &.  M College  where 
he  had  taken  a two-year  course  in  plumbing.  He  later 
worked  as  a nonunion  plumber  for  16  years  at  that  insti- 
tution. In  September,  1965,  he  applied  for  admission  to 


c 
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Local  68.  He  was  tested  and  subsequently  admitted  in 
November,  1965.  For  some  time  he  did  not  have  steadr  em- 
ployment due  to  the  fact  that  employers  are  able  to  call 
for  men  by  name  and  he,  like  .other  new  men,  was  relatively 
unknown.  In  1966,  however,  he  was  able  to  get  more  em- 
ployment . 

The  oie  Negro'  journeyman  carpenter  transferred 

to  Houston  from  a Carpenter’s  local  in  Hobbs,  New  Mexico, 

* 

at  the  urging  of  a Houston  emplcyer.  He  had  difficulty 
gaining  admission  to  the  Houston  local  and  it  was  not  until 
his  employer  and  the  Business  Representative  of  the  Laborers 
Union  Local  18  intervened  that  his  application  was  approved 
in  November,  1965.  On  the  job,  he  has  received  a consid- 
erable amount  of  ‘'static"  but  he  feels  it  is  diminishing. 

In  1962,  Carpenters  Local  213  attempted  to  pre- 
vent a Negro  contractor  from  working  on  a large  hotel  being 
^ Ifr  Houston  but  relented  when  the  contractor  threat- 
ened to  get  an  injunction  against  the  local.  However,  the 
contractor  and  his  Negro  employees  were  forced  to  join 
Carpenters  Local  724,  whose  business  agent  was  described 
as  sympathetic  to  Negroes.  However,  the  Negro  members  of 
Local  724  were  not  referred  by  the  local  to  joins. 

A few  years  ago,  IBEW  Local  716  picketed  a job 
on  which  a nonunion  Negro  contractor  was  working  claiming 


that  nonunion  labor  was  being  employed  on  the  job  site. 
When  the  Negro  employer  offered  to  associate,  with  the 
local,  the  union  refused  to  admit  his  employees.  In  the 
words  of  the  business  representative  for  the  local,  "we 
were  caught  with  our  pants  down." 

In  1964  IBEW  Local  716  accepted  into  its  appren- 
tice program  the  first  Negro  in  the  union’s  history  when 
Theodore  Ingram,  who  had  a college  degree  in  industrial 
education  and  who  was  working  as  an  electrician  for  a non- 
union firm,  passed  the  written  and  oral  entrance  examina- 
tion. When  offered  a position  in  the  apprentice  class, 
however,  he  declined.  He  had  secured  a teaching  job  in 
the  interim  and  told  our  interviewer  that  he  plans  to  go 
on  to  graduate  school. 

During  the  course  of  our  Houston  investigation, 
there  were  many  indications  that  Negroes  did  participate 
in  industrial  apprenticeship  programs.  While  exact  fig- 
ures are  not  available,  there  were  indications  that  a few 
Negroes  could  be  found  employed  in  a variety  of  programs 
but  not  many  in  any  particular  program.  Compared  to  the 
building  trades,  access  to  industrial  apprenticeship  op- 
portunities in  HouBton--as  elsewhere — seems  more  possible. 
Access  to  and  entrance  into  are  two  different  matters. 
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The  industrial  apprenticeship  programs  in  Houston  and  the 
experience  of  Negro  applicants  demonstrate  again  the  quali- 
fications bottleneck.  Even  where  barriers  to  access  are 
minimal,  Negro  applicants  have  not  fared  very  well. 

In  Houston,  for  example,  NASA  took  750  applica- 
tions for  its  apprentice  program  in  1964;  407  applicants 
showed  upfor  the  written  examination  given  by  the  tJ.S. 

Civil  Service  Board  of  Examiners.  It  is  estimated  that 
between  one-third  and  one-half  of  the  applicants  were  Ne- 
groes. Of  the  407  tested,  140  passed  with  a grade  of 
70  percent  or  better.  Of  about  50  Negroes  who  applied  to 
the  program,  only  two  passed  the  test.  One  of  the  two  did 
not  show  up  for  the  interview  and  was  dropped;  the  other 
declined  to  accept  the  position  after  he  had  passed  the 
interview  because  he  had  gotten  another  position  in  the 
interim.  In  1965,  there  were  175  applications  to  the  NASA 
apprentice  program,  with  the  same  percentage  estimated  to 
be  Negro  (between  one-third  and  one-half  of  the  applicants). 
Of  the  21  who  passed  the  test,  two  were  Negroes.  One  of 
the  two  was  turned  down  for  health  reasons  and  the  other 

was  hired  and  is  currently  serving  a machinist  appren- 
ticeship. 

With  respect  to  Negro  participation  in  Houston's 
industrial  apprenticeship  programs,  mention  also  should 


317 


■ < j 

i 
■( 

♦ 

be  made  of  the  now  famous  NLRB  decision  in  the  Hughes  Tool 
Company  Case*  Ivory  Davis,  the  complainant  in  the  Hughes 
Case,  told  our  interviewer  that  in  1962  he  had  been  a 
I laborer  at  Hughes  for  over  20  years,  during  which  time  he 

Si 

became  well  aware  of  the  advantages  of  apprenticeship 
training,  when  he  decided  to  apply  for  the  company's  ap- 
prentice program.  At  the  time,  Davis  was  a member  of  a 
Negro  local  of  an  independent  union  that  had  been  certi- 
fied jointly  by  the  NLRB  with  a white  local  as  bargaining 
agent  at  Hughes.  The  Negro  local,  however,  had  not  agreed 

<• 

to  allow  all  apprentices  to  be  restricted  to  the  white 

1 D 

local.  When  Davis  was  denied  permission  to  apply  to  the 
apprenticeship  program,  he  filed  charges  against  the  union 
with  the  President's  Committee  on  Equal  Employment  and 
with  the  NLRB.  In  his  petition  to  the  latter  body,  he 
claimed  that  the  union  had  failed  to  represent  him  fairly 
by  discriminating  against  him  on  the  basis  of  race.  Ac- 
cordingly, he  argued  that  this  failure  represented  an  un- 
fair labor  practice.  In  a three  to  two  decision,  the  NLRB 
concurred  with  Davis'  position  and  rescinded  the  union's 
- certification.  The  independent  union  has  subsequently 

been  replaced  by  a local  of  the  United  Steel  Workers. 

* Davis,  in  the  meantime,  passed  the  apprenticeship  exami- 

1 nation.  After  some  initial  hostility  by  some  of  his 

\ 
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supervisors,  he  reports  that  he  has  been  fully  accepted 
and  is  having  no  problems  performing  his  work  and  getting 

i 

along  with  his  associates. 

Attempt  to  Establish  an  AIC 

Houston  does  not  have  an  AIC.  Although  there 
has  been  discussion  of  the  topic,  it  appears  that  it  has 
no  support  from  either  unions  in  the  city  or  state  employ- 
ment services  officials.  There  is  a Youth  Opportunity 
Center  in  the  city  and  the  employment  service  representa- 
tives feel  that  its  operations  are  sufficient  to  cover 
testing,  counseling,  and  referrals  (apparently  to  nonunion 
programs)  as  the  needs  and  opportunities  occur.  The  idea 
of  gathering  information  on  specific  apprentice  programs 
and  of  dispensing  this  information  to  minority  groups 
seemingly  has  no  appeal  to  these  representatives. 

Conclusions 

All  in  all,  there  is  little  to  be  optimistic 
about  concerning  the  current  status  and  the  potential 
prospects  for  Negro  participation  in  apprenticeship  pro- 
grams in  Houston.  There  is  no  apparent  effort  to  inform 
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the  Negro  community  of  the  professed  "change  in  attitudes" 
of  union  officials  and  there  is  little  effort  being  made 
by  any  group,  civil  rights  or  otherwise,  to  recruit  appli- 

m 

cants  for  any  of  these  programs.  If  the  initiative  is  to 
come  for  change,  the  vacuum  that  now  exists  must  be  filled 
by  Negro  leadership.  There  are  some  indications,  however, 
that  craft  unions  in  Houston  will,  perhaps  reluctantly, 
accept  applications  for  membership  and  apprentice  posi- 
tions if  these  are  forthcoming  and  that  members  will  be 
permitted  to  transfer  in  from  other  locals. 

) 

Part  B:  Atlanta 

n 

Introduction 

hr  _ 

Atlanta  is  not  a typical  Southern  city  in  terms 
of  its  racial  attitudes.  But,  although  it  has  acquired  a 
reputation  for  having  more  enlightened  racial  policies 
than  most  other  Southeastern  cities,  the  city  exhibits 
some  characteristics  which  are  typically  Southern.  For 
one  thing,  Atlanta,  like  many  other  Southern  cities,  has 

I 

a large  Negro  population;  nonwhites--almost  all  of  whom 
are  Negroes  in  the  South — constituted  about  38  percent  of 
| . the  city's  over  one-half  million  people  in  1960.  Moreover, 

U 


o 
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the  construction  industry  in  Atlanta  has  followed  the 
Southern  pattern  of  providing  extensive  employment  oppor- 
tunities for  Negroes  in  the  trowel  trades,  as  laborers, 
and  in  nonunion  sectors  of  other  crafts.  As  can  be  seen 
from  Table  12-3,  Negroes  comprised  almost  one-fourth  of 
Atlanta's  construction  employment,  a proportion  exceeded 
only  by  Washington,  D.C.  among  our  ten  survey  cities. 

While  there  is  a significant  dispersion  among 
the  trades,  when  compared  with  those  in  many  Northern 
cities,  it  is  apparent  that  Negroes  in  Atlanta,  as  else- 
where, are  concentrated  in  the  laborer  and  trowel  trades. 
Although  Negroes  in  the  trowel  trades  tend  to  be  unionized 
Negroes  in  the  electrical,  metal  working  and  plumbing 
trades  are  employed  mainly  in  the  nonunion  sector.  There 
are,  moreover,  many  nonunion  Negro  carpenters,  bricklayers 
and  plasterers  doing  residential  work  in  Atlanta.  Except 
for  the  Plumbers  and  Electricians,  the  Atlanta  building 
trades  unions  are  relatively  weak. 

Negro  Participation  in 
Unions*  Apprenticeship  Programs 

There  are  very  few  available  sources  of  informa- 
tion on  Negro  participation  in  Atlanta's  apprenticeship 
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classes.  The  data  that  is  available  is  presented  in 
Tables  12—4  and  12—5.  All  of  the  programs  reported  on 
by  the  1964  field  teams  sent  out  by  the  President's  Com- 
mittee on  Equal  Employment  Opportunity  in  1964  are  con- 
tained  in  these  tables.  These  statistics  do  not  represent 
complete  coverages;  they  depict  the  sample  selected  by 
these  teams.  However,  our  interviews  indicate  that  the 
statistics  are  essentially  accurate  and  that  by  the  summer 
of  1966,  no  Negroes  were  in  any  of  these  programs  except 
the  carpenters  who  had  taken  some  Negro  apprentices  at 
that  time. 

In  1962,  the  Southern  Regional  Council,  an  old- 
established,  Atlanta-based  civil  rights  organization,  re- 
ported that  "as  far  as  is  known,  except  for  the  lathers, 
there  are  no  apprenticeship  programs — integrated  or 
segregated — for  Negroes  in  Atlanta."4 5  The  report  of  the 
SRC's  survey  quoted  a spokesman  for  the  Carpenters  local, 
which  had  never  had  a Negro  apprentice,  as  saying  "you 
know  how  things  are  in  this  area. Moreover,  the  study 

4Atlanta  Report  by  the  Southern  Regional  Council 
on  the  Negro  and  Employment  Opportunities  in  the  South, 
April,  1962,  p.  3.  ' 
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TABLE  12-4 

NEGRO  APPRENTICESHIP  APPLICATIONS  AND  SELECTIONS 
IN  FIVE  ATLANTA  BUILDING  TRADES, 

1964 


Union 

Total 

Applied 

Total 

Negroes 

Applied 

Total 

Selected 

TotL.l 

Negroes 

Selected 

Plumbers 

60 

4 

33 

0 

Electricians 

73 

0 

38 

0 ' 

Sheet  Metal  Workers 

50 

2 

28 

0 

Ironworkers 

58 

0 

29 

C 

Carpenters 

30 

0 

24 

0 

SOURCE:  President*  s Committee  on  Eq,ual  Employment 

Opportunity 
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TABLE  12-5 

NEGRO  PARTICIPATION  IN  APPRENTICE  CLASSES 
IN  SELECTED  BUILDING  TRADES 
IN  ATLANTA,  1965 

Total  Apprentices  Enrolled  in  Class  Beginning  in 


Union 

1965 

(Negro ) 
1965 

1964 

(Negro ) 
1964 

Plumbers  and 

Pipefitters 

37 

: 0 

33 

0 

Sheet  Metal 

t 

Workers 

30 

0 

26 

0 

IBEW 

25 

0 

27 

0 

Ironworkers 

15 

0 

20 

0 

Total 

107 

0 

106 

0 

SOURCE:  Presidents  Committee  on  Equal  Employment 

Opportunity. 
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found  that  Negroes  were  barred  altogether  from  the  sheet 
metal  workers  and  the  plumbers  unions  and  that  the  elec- 
tricians union  permitted  NegroeB  to  hold  membership  in  the 
industrial  sector,  but  not  in  the  construction  craft 
sectors . 6 

Although  union  officials  in  Atlanta  report  con- 
siderable receptivity  to  change  in  the  construction  in- 
dustry as  a result  of  the  civil  rights  ferment  of  the 
1960's,  not  many  concrete  changes  have  taken  place  because 
few  movements  have  been  initiated  to  get  more  Negro  appren- 
tices and  journeymen  into  these  trades.  The  Atlanta  Brick- 
layers locals  were  segregated  until  1961,  but  there  were 
no  Negro  bricklayers  apprentices  until  1965,  when  seven 
were  admitted  to  that  program.  The  bricklayers  had  eight 
Negro  apprentices  in  September,  1966.  The  Lathers  had 
14  apprentices  in  1966,  half  of  whom  were  Negroes.  The 
Plasterers  and  Cement  Masons  programs  were  predominantly 
Negro,  and  had  eight  Negro  apprentices  in  September,  1966. 
The  Operating  Engineers  had  some  Negro  journeymen  members 
and  had  accepted  Negro  applicants  for  their  new  appren- 
ticeship program  in  the  Bummer  of  1966.  Although  their 


6Ibid . , p.  7. 


local  unions  are  segregated,  the  Atlanta  Painters'  appren- 
ticeship program  is  integrated  and  has  two  Negroes.  The 
Carpenters  also  have  segregated  local  unions,  but  has  an 
integrated  apprenticeship  program  containing  three  Negroes. 
The  number  of  Negroes  in  other  Atlanta  apprentice  programs 
in  October,  1966,  were:  roofers,  8;  electricians,  0; 

printers,  0;  ironworkers,  0$  sheet  metal  workers,  0;  and 
plumbing  and  pipefitting,  0. 

The  white  Carpenters  local  has  announced  that 
it  would  accept  all  Negroes  who  apply.  The  Carpenters 

international  union  has  a representative  working  full  time 

% 

in  Atlanta  and  other  Southern  states  to  merge  segregated 
locals.  Although  mergers  have  been  accomplished  in  New 
Orleans  and  other  Southern  cities,  the  Atlanta  locals  re- 
main segregated. 

The  only  preapprenticeship  program  in  Atlanta 
has  been  an  effort  by  the  Road  Machinery  Company,  which 
started  a project  with  three  Negroes  and  three  whites. 

The  Negroes  were  recruited  from  the  Carver  Vocational 
School.  Unfortunately  for  the  program's  sponsors,  how- 
ever, the  three  Negroes  dropped  out  to  take  jobs  with  the 
Post  Office  because  they  felt  that  the  Post  Office  gave 
them  greater  job  security.  The  Ironworkers  have  accepted 
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a Negro  applicant  but  he  failed  the  test  for  admission  to 
that  program. 

The  joint  apprenticeship  committees  in  the  At- 
lanta area  apparently  have  had  very  little  trouble  comply- 
ing with  the  BAT’S  nondiscrimination  regulations  as  stipu- 
lated in  29  CFR  30.  The  BAT  regional  director  takes  the 
position,  which  he  says  is  supported  by  the  Bureau,  that 
a written  statement  claiming  to  be  in  compliance  is  all 
that  is  required  of  apprenticeship  sponsors.  It  is  not 
surprising  therefore,  that  all  of  Atlanta's  JAC's  are  con- 
sidered to  be  in  compliance. 

Efforts  to  establish  an  apprenticeship  informa- 
tion center  in  Atlanta  have  met  opposition  from  a number 
of  sources.  Some  . ivil  rights  groups  have  opposed  the 
idea  as  unnecessary  and  because  they  have  not  accomplished 
very  much  in  other  cities.  But,  the  most  important  of 
this  opposition  has  been  overcome  by  those  who  feel  that 
a center  would  be  an  effective  way  to  get  Negroes  into 
apprentice  programs.  The  most  significant  remaining  oppo- 
sition apparently  is  the  Georgia  Apprenticeship  Council, 
which  has  rejected  the  idea  of  a center,  and  the  Georgia 
Employment  Service,  which  is  studying  to  see  if  a center 
is  necessary.  Although  there  is  not  much  awareness  of 
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the  apprenticeship  problem  among  civil  rights  groups  in 
Atlanta,  the  Urban  League  and  a few  individuals  from  labor 
and  the  Southern  Regional  Council  were  attempting  to  gen- 
erate support  for  such  a center  in  the  Summer  of  1966. 

Another  activity  in  Atlanta  which  could  increase 
Negro  participation  in  construction  apprentice  programs 
is  an  agreement  by  the  Laborers  local  to  add  Negro  college 
and  high  school  students  for  summer  work.  The  Laborers 
approved  this  project  and  have  agreed  to  help  form  a pre- 
apprentice program,  even  though  it  means  that  they  will 
lose  some  of  their  best  members  to  other  unions  if  they 
succeed  in  getting  into  apprentice  programs. 

Our  interviewees  in  Atlanta  feel  that  the  con- 
struction trades  are  receptive  to  the  idea  of  admitting 
Negroes  but  they  will  do  so  only  if  they  get  really  out- 
standing applicants.  Since  this  is  a risky  undertaking 
for  business  agents,  they  want  to  be  sure  the  Negroes  will 
be  accepted  before  accepting  them.  There  is  a danger,  of 
course,  that  Negroes  who  are  overqualified  will  not  remain 
in  apprentice  programs. 

The  Lockheed  Corporation 

There  have  been  some  efforts:  to  get  Negroes 
into  the  apprenticeship  and  training  program  at  the 


Lockheed  Aircraft  Corporation  at  Marietta  near  Atlanta. 

In  1961,  a number  of  charges  were  filed  with  the  Presi- 
dent's Committee  on  Equal  Employment  Opportunity  against 
Lockheed  and  the  International  Association  of  Machinists, 
which  represent  the  Company's  employees  for  collective 
bargaining  purposes,  alleging  a pattern  of  segregation 
and  discrimination  against  Negroes.  The  Air  Force  inves- 
tigated these  charges  and  found  that  although  the  plants* 
494  Negroes  (among  its  10,319  employees)  were  mainly  in 
the  low-wage  categories,  "the  pattern  in  the  Marietta 
facility  . . was  far  from  being  one  of  rigid  racial 
segregation.  Much  progress  has  been  made.  . . . Nonethe- 

less, serious  limitations  still  exist,  both  in  diversity 
of  assignment  and  extent  of  upgrading  at  the  production 
level . 1,7 

The  Air  Force  report  found  that  Lockheed's  train- 
ing program,  which  was  controlled  exclusively  by  the  Com- 
pany, had  been  integrated  since  early  1955.  However, 
racial  restrictions  continued  in  the  programs  conducted 
jointly  with  the  Cobb  County  Board  of  Education's  voca- 
tional service.  No  Negroes  had  ever  participated  in 

7Summary  Report,  PCEEO,  May  24,  1961. 
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Lockheed's  apprentice  program,  which  was  not  operating 
at  the  time  of  the  Air  Force  investigation. 


As  a result  of  the  complaints  with  the  PCEEO, 
the  Company  agreed,  among  other  things,  to  desegreate  its 
training  program,  which  was  offered  in  the  Company's  class- 
rooms after  hours  in  conjunction  with  the  Coho  County  Board 
of  Education  under  the  Smith-Hughes  Act.  Shortly  after 
this  investigation,  Lockheed  announced  that  two  Negroes 
were  among  eight  apprentices  selected  for  four-year  ap- 
prenticeships.8 The  Company  later  accepted  three  Negroes 
among  30  apprentices  hut  one  of  these  Negroes  dropped  out. 

® 1965  class  of  26  electrical  apprentices,  there  were 
five  Negroes,  hut  one  of  these  had  a degree  from  Tennessee 
State  College  and  drspped  out  of  the  apprentice  program 
to  join  the  Company's  engineering  staff.  The  first  Negro 
graduated  from  Lockheed's  electrical  apprentice  program 
was  in  June,  1966.  In  the  summer  of  1966  the  Company  had 
five  Negro  apprentices.  Lockheed  was  reported  to  have 
undertaken  a vigorous  search  for  qualified  Negro  employers. 
By  the  middle  of  July,  1961,  the  Company  had  increased 
its  total  employment  to  11,000  and  its  Negro  employment 
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8Atlanta  Constitution.  June  23,  1961. 
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to  530. 9 In  May,  1963,  the  Company  had  about  1,300  Negro 
employees  among  a total  of  14,500  . 10  In  January,  1963, 
the  Southern  Regional  Couiicil  reported  that  Lockheed  was 
one  of  the  few  companies  in  Atlanta  having  signed  "Plans 
for  Progress"  with  the  PCEE0  which  had  "demonstrated  what 
appeared  to  be  a vigorous  desire  to  create  job  opportu- 
nities . 1,11 

In  spite  of  the  Company’s  efforts,  however,  it 
admits  that  relatively  few  Negroes  have  been  found  for  its 
apprentice  and  training  programs.  One  company  spokesman 
reported  that  few  Negroes  applied  for  the  company's  train- 
ing programs  and  that  many  of  those  who  did  apply  failed 
to  show  up  for  classes.  Some  of  the  classes  were  conducted 
on  company  timej  other  were  conducted  on  the  employees' 
own  time.  But  in  all  cases,  the  self-improvement  programs 
were  financed  entirely  by  the  company. 

The  company  also  reports  it  has  had  virtually 
no  response  in  its  efforts  to  recruit  Negroes  for  its  ap- 
prenticeship program.  Those  that  have  applied,  have  had 

9Atlanta  Journal,  July  13,  1961. 

10Chicago  Defender,  May  4-10,  1963. 

1:LSouthern  Regional  Council,  Plans  for  Progress, 
Atlanta  Survey,  January J 1963  (mimeographed),  pTI  87" 


332 


great  difficulty  passing  the  screening  tests.  The  company 
’,as  sent  recruiters  to  Negro  colleges;  Negro  students  and 
instructors  from  technical  colleges  throughout  the  South 
have  been  brought  to  the  company’s  facilities  and  given 
tours;  Negro  high  school  counselors  likewise  have  been 
given  day-long  tours  and  explanations  of  the  industrial 
uses  of  classroom  subjects;  and  the  company  has  worked 
with  the  Urban  League  to  help  motivate  Negro  applicants 
and  to  inform  them  of  available  opportunities,  and  to  im- 
prove counseling  and  to  sponsor  student  visits  and  other 
activities  designed  to  help  Negro  youths  overcome  disad- 
vantages they  suffer  because  of  past  discrimination.  So 
far  the  efforts  have  borne  few  results  but  it  is  encourag- 
ing to  know  that  they  will  continue.12 

interviewees  in  Atlanta  reported  considerable 
difficulties  getting  Negro  youngsters  interested  in  appren- 
tice programs.  Counselors  in  the  Negro  schools  rarely 
counseled  Negro  youngsters  to  go  into  the  skilled  trades. 
Most  of  them  emphasize  college  for  the  qualified  Negro 
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12For  a discussion  of  Lockheed's  experience  by 
a company  representative,  see  E.  G.  Mattison,  "Integrating 
the  Work  Force  in  Southern  Industry,  " The  Negro  and  Employ- 
ment Opportunity,  edited  by  Herbert  Northrup  and  Richard 
Rowan  Unn  Arbor,  Mich.:  University  of  Michigan  Press,  1965), 

pp.  147-165.  < 9 „ * 
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high  school  graduates.  The  Atlanta  school  Bystem  also 
regards  the  predominantly  Negro  vocational  school  as  a 
"dumping  ground"  for  thoBe  who  lack  academic  abilities. 

General  Conclusions 

Little  can  be  said  about  Negro  participation  in 
apprenticeship  programs  in  Atlanta  because  little  has  been 
done.  The  area  has  a long  legacy  of  denial  of  equal  op- 
portunity but  at  the  same  time  Atlanta  has  become  a symbol 
of  progress  for  the  entire  Southeastern  part  of  the  United 
States.  The  apprenticeship  area,  however,  appears  to  be 
one  of  the  city’s  least  progressive  areas.  Although  there 
are  some  plans  for  an  apprenticeship  information  center, 
this  effort  apparently  faces  opposition  from  the  appren- 
ticeship establishment  and  the  State  employment  service. 

The  Laborers  program  to  provide  summer  employment  for  800 
youths  seems  to  meet  a real  need,  but  was  stymied  by  a 
strike  in  the  summer  of  1966.  It  i s possible  that  the 
rapid  growth  of  the  local  economy,  which  has  offered  many 
rural  Negroes  opportunities  that  they  have  not  hitherto 
known,  has  meant  that  little  attention  is  being  centered 
upon  the  limited  opportunities  available  in  apprenticeship. 


The  Lockheed  experience  suggests,  however,  that 
the  problem  of  getting  Negroes  into  apprentice  programs 
will  not  be  easy  because  of  the  shortage  of  qualified  Negro 
applicants.  It  should  also  be  bbserved  that  Lockheed  has 
not  restricted  its  efforts  to  tie  Atlanta  area  but  has 
recruited  throughout  the  South. 

Because  of  the  number  and  quality  of  Negro  edu- 
cational opportunities  in  Atlanta,  however,  we  are  con- 
vinced that  some  qualified  Negroes  can  be  found,  if  some 
group  in  Atlanta  is  willing  to  devote  the  necessary  time 
to  recruitment,  counseling,  tutoring,  and  providing  the 
necessary  information  and  detailed  assistance  required  to 
g'  - Negroes  into  these  programs.  Our  interviews  in  Atlanta 
suggest  a receptivity  to  Negro  applicants  by  apprenticeship 
programs  from  which  they  previously  have  been  barred.  But 
there  needs  to  be  some  recruitment  activity  to  test  the 
genuineness  of  their  attitudes.  There  are  some  efforts 
by  labor  and  civil  rights  groups  to  establish  an  appren- 
ticeship information  center  and  take  other  measures  to 
increase  the  number  of  Negro  apprentices,  but  thefle  efforts 
were  still  in  the  planning  stages  in  November,  1906. 
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HAP  TER  XIII 


POLICIES  TO  INCREASE 
THE  NUMBER  OF  NEGRO  APPRENTICES 

As  noted  in  Chapter  I,  civil  rights  groups  devoted 
increasing  attention  to  the  apprenticeship  problem  during 
the  1950 ’s  and  1960’s.  Since  it  -was  assumed  chat  the  ab- 
sence of  Negroes  from  these  programs  -was  due  mainly  to  dis- 
crimination, much  of  the  early  public  policy  sought  to  com- 
bat discrimination,  especially  by  unions.  However,  as  time 

) 

went  by  and  apprenticeship  sponsors  adjusted  their  policies 
to  comply  with  these  regulations  and  as  surprisingly  few 
Negroes  either  filed  charges  of  discrimination  with  regula- 
tory agencies  or  applied  for  apprenticeship  openings  when 
they  became  available,  it  became  increasingly  clear  that 
antidiscrimination  policies  would  have  to  be  supplemented 
with  other  policies  to  recruit,  counsel,  and  sometimes  sup- 
ply remedial  tutoring  programs,  if  progress  was  to  be  made 
in  this  area.  The  first  part  of  this  section  deals  with 
various  antidiscrimination  measures  and  the  last  part  deals 
with  programs  designed  to  ’increase  the  supply  of  applicants. 
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Sanctions 


State  Laws 


Although  the  laws  against  discrimination  in  em- 
ployment adopted  by  26  states  and  many  municipalities  pro- 
hibit discrimination  in  apprenticeship  training  programs, 
there  have  been  very  few  complaints  under  these  laws.  For 
example,  the  New  York  Commission,  the  oldest  and  most  active 
of  the  state  FEPC’s,  had  only  three  cases  involving  appren- 
tices between  1946  and  1965.  The  reasons  for  this  paucity 
of  complaints  stem  in  part  from  a reluctance  to  file  com- 
plaints, but  also  because  very  few  Negro  youngsters  appar- 
ently even  know  about  state  antidiscrimination  agencies.. 

Moreover,  traditional  FEP  complaint  procedures 
are  not  likely  to  get  many  Negroes  into  apprentice  programs. 
Even  if  Negroes  filed  complaints,  these  cases  are  likely  to 
be  time-consuming  and  uncertain  as  to  their  outcome.  The 
apprenticeship  selection  procedure  has  been  so  diffused  and 
irregular,  and  selection  is  based  on  so  many  different  and 
sometimes  nebulous  standards,  that  it  has  been  very  diffi- 
cult to  prove  discrimination.  State  and  city  human  rela- 
tions officials  agree  that  discrimination  by  unions  is  very 
difficult  to’  combat  by  conciliation  and  threats  of  public 
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hearing,  which  are  more  effective  with  employers.  Craft 
unions  can  he  relatively  impervious  to  public  pressures  be- 
cause they  derive  their  power  from  control  of  skilled  labor 
supplies  and  not  from  sales  directly  to  the  public;  business 
men  are  more  vulnerable  to  these  pressures  because  they  are 
afraid  that  public  hearings  will  damage  their  reputations 
and  cost  them  sales.  Although  their  punitive  enforcement 
powers  have  not  been  particularly  successful  in  getting 
Negroes  into  apprentice  programs,  some  city  FEP  agencies 
have  been  important  threats  to  discriminating  JAC's  and  have 
performed  valuable  functions  in  mediating  disputes,  investi- 
gating the  extent  of  Negro  participation  in  ther?  programs, 
recruiting  Negro  applicants  and  working  with  other  govern- 
mental and  private  agencies  to  help  solve  this  problem. 


The  Courts 


The  U.  S.  Supreme  Court  has  ruled  that  the  consti- 
tution imposes  upon  the  unions  which  acquire  the  privilege 
of  exclusive  bargaining  rights  under  the  National  Labor 
Relations  or  Railway  Labor  acts  the  duty  to  represent  all 
members  of  the  bargaining  unit  fairly.1  Some  federal  courts 

*See:  Steele  v . L &.  N,  323  U.S.  192  (1944);  NLRB 

v.  Wallace,  323  U.S.  248;  Syres  v.  Oil  Workers,  350  U.S. 

892  (1955). 
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also  held  that  employers  are  jointly  liable  with  unions  for 
the  duty  of  fair  representation,  and  aggrieved  minorities 
have  brought  suit  against  unions  for  damages  resulting  from 
violation  of  their  legal  rights.  Although  court  action  re- 
quires a great  deal  of  time,  is  uncertain  as  to  its  outcome, 
and  has  rarely  resulted  in  damages  to  the  plaintiffs,  law- 
suits are  valuable  to  aggrieved  minorities  as  threats  to 
discriminating  employers  and  unions,  and  injunctions  have 
been  used  to  make  it  possible  for  Negroes  to  retain  their 
jobs.  Moreover,  because  injunctions  can  lead  to  fines  for 
contempt  of  court, they  are  more  effective  against  local 
unions  which  are  impervious  to  the  more  conciliatory  ap- 
proaches normally  employed  by  antidiscrimination  commissions. 

The  NLRB 

Probably  oecause  of  Congress’  repeated  refusal  to 
give  it  specific  authority  to  deal  with  racial  discrimina- 
tion, the  National  Labor  Relations  Board  (NLRB)  tradition- 
ally has  not  done  much  to  eliminate  employment  discrimina- 
tion . 

In  a number  of  recent  cases,  however,  especially 
uhe  1964  Hughes  Tool  decision,  the  Board  has  made  an  impor- 
tant departure,  which  could  have  important  consequences  for 
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discrimination  in  employment.  Specifically  reversing  a 
previous  NLRB  decision,  the  Beard  ruled,  in  a split  deci- 
sion, in  Hughes  Tool,  that  a violation  of  the  duty  of  fair 
representation  is  also  an  unfair  labor  practice  (147  NLRB 
No.  166,  1964).  Previously,  the  NLRB  had  interpreted  its 
authority  in  such  cases  as  limited  to  the  relatively  weak 
and  rarely  used  penalty  of  revoking  a union's  certification. 
The  NLRB's  Hughes  Tool  ruling  came  in  spite  of  the  1962 
Miranda  Case,^  which  did  not  involve  the  race  issue,  in 
which  a U.  S.  Court  of  Appeals  refused  to  enforce  the  Board's 
ruling  that  a violation  of  the  duty  of  fair  representation 
was  an  unfair  labor  practice*  But  if  sustained  by  the  courts 
the  Hughes  Tool  theory  would  in  effect  give  the  aggrieved 
person  an  administrative  remedy  for  the  duty  of  fair  repre- 
sentation, making  it  no  longer  necessary  for  him  to  seek  re- 
lief in  the  courts.  Relying  on  the  Hughes  Tool  doctrine, 
the  Board  ruled  in  1964  that  a Rubber  Workers'  local  in 
Gadsden,  Alabama  had  committed  an  unfair  labor  practice  by 
refusing  to -process  grievances  against  job  discrimination 
and  segregated  plant  facilities.  (150  NLRB  No.  18.) 

^See  "The  Miranda  Case,"  112  Pennsylvania  Law 
Review  711  (1964). 
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The  NLRB  has  been  involved  in  other  race  cases. 


In  the  New  York  Plumbers  Case,  discussed  in  Chapter  IV,  the 
Board  ruled  that  it  was  a violation  of  act  for  the  union  to 
refuse  to  work  with  nonunion  Negroes  and  Puerto  Ricans.  This 
ruling  is  important  because  unions  often  strike  to  enforce 
their  rules  against  nonunion  workers  who  are  barred  from 
membership . 


The  President's  Committee  on  Equal  Employment  Opportunity 
( PCEEO ) 


President  John  F.  Kennedy  created  the  PCEEO  in 
March  1961  to  administer  a merit  employment  system  for  fed- 
eral employees  and  to  secure  compliance  with  nondiscrimina- 
tion clauses  in  government  contracts.,  The  PCEEO' s functions 
were  expanded  in  1963  to  cover  nondiscrimination  and  merit 
employment  where  federal  funds  were  being  used  in  private 

i 

construction  projects. 

Although  the  PCEEO  had  no  power  to  deal  directly 
with  labor  organizations  because  they  were  not  parties  to 
governmental  contracts,  the  Committee  adopted  a number  of 
measures  designed  to  combat  racism  by  unions.  The  committee 
had  the  power  to  "hold  hearings,  public  or  private,  with 
respect  to  the  practices  and  policies  of  any  such  labor 
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organization  and  to  "recommend  remedial  action."  The  Com- 
mittee also  required  federal  contractors  to  ask  unions  bar- 
gaining for  their  employees  to  sign  statements  that  their 
practices  and  policies  do  not  discriminate  on  the  grounds 
of  race,  color,  creed  or  national  origin"  and  that  the  labor 
organizations  "would  cooperate  within  their  legal  and  con- 
tractual authority  in  the  implementation  and  policy"  of  the 
executive  order.  If  such  statements  were  not  given,  the 
employer  was  required  to  report  the  union's  refusal  to  the 
contracting  agency  and  the  PCEEO. 

The  PCEEO  also  sent  field  teams  to  help  implement 
nondiscrimination  policies  in  construction  projects  in  30 
Southern  and  17  non-Southern  cities  in  the  summer  of  1964 
(the  statistical  results  of  this  survey  are  shown  in  Chapter 
III).  The  teams  met  with  contractors,  unions  and  joint  ap- 
prenticeship committees  performing  work  on  federally  involved 
construction  projects. 

The  teams  also  discussed  the  PCEEO' s Rules  and 
Regulations  on  apprenticeship  programs,  which  became  effec- 
tive in  July,  1964.  It  was  explained  that  compliance  with 
the  BAT'S  regulations  (29  CFR  30  — discussed  below)  would 
he  required  for  compliance  with  the  executive  orders.  "Thus, 
the  enforcement  powers  of  Executive  Orders  10925  and  11114 
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are  placed  behind  the  apprenticeship  standards  set  out  by 
BAT,  and  these  standards  apply  to  all  the  apprenticeship 
programs  of  a contractor  while  he  is  covered  by  the  Orders, 
not  just  those  registered  with  BAT."  It  was  explained  that 
under  the  new  apprenticeship  regulations,  "where  the  sponsor- 
ing parties  of  the  apprenticeship  program  use  a 'nonobjec- 
tive 1 system  for  selecting  apprentices  (i.e.:  father-son 
requirement),  the  absence  of  any  minority  group  persons  will 
be  strong  evidence  of  discrimination j however,  the  presence 
of  k ’ minority  group  persons  in  this  situation  would  be 
evidence  that  their  requirement  is  being  met.  This  concept, 
like  that  of  'affirmative  action'  generally,  is  one  for  a 
case-by-case  approach." 

In  1965,  President  Johnson  abolished  the  PCEEO  and 
transferred  its  government  employee  nondiscrimination  func- 
tions to  the  Civil  Service  Commission  and  its  contract  com- 
pliance functions  to  the  U.  S*  Department  of  Labor.  The 
Plans  for  Progress  program  was  continued  as  a separate  pro- 
gram on  voluntary,  private  basis.  By  that  time  the  Civil 
Rights  Act  was  passed  and  the  various  government  antidis- 
crimination functions  became  more  coordinated  than  pre- 
viously. 
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Title  VII  of  the  Civil  Rights  Act  of  1964 


Title  VII  of  the  Civil  Rights  Act  of  1964  became 
effective  for  employers  or  unions  with  100  or  more  employees 
or  members  one  year  after  passage.  The  Act  provided  for 
gradual  extension  to  firms  and  unions  with  less  than  25 
employees  or  members  by  July,  1968.  However,  unions  which 
operate  ref orral  systems  or  hiring  halls  were  subject  to 
the  Act  one  year  after  passage  regardless  of  the  number  of 
members.  Unions  with  fewer  than  25  members  not  operating 
hiring  halls  are  not  subject  to  the  Act  at  any  time. 

The  Act  made  it  an  unfair  employment  practice  for 
the  union  to  exclude,  segregate  or  classify  or  attempt  to 
cause  an  employer  to  discriminate  against  any  individual 
because  of  his  race,  color,  religion,  sex  or  national  ori- 
gin. Employers  also  are  prohibited  from  discriminating  in 
any  manner  for  racial  reasons  and  employment  agencies  can- 
not discriminate  in  referring  workers  to  jobs.  Joint 
Apprenticeship  Committees,  employers,- and  the  labor  unions 
are  prohibited  from  discriminating  in  any  apprenticeship  or 
other  training  program. 

Complaints  filed  under  Title  VII  are  first  re- 
ferred to  state  antidiscrimination  commissions,  where  they 
exist,  and  thereafter  a ^ion  may  be  taken  by  the  Equal 
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Employment  Opportunity  Commission  (EEOC).  The  EEOC  has  the 
power  to  investigate  charges  and  attempt  to  conciliate  cases 
when  the  state  or  local  agencies  either  do  not  exist  or 
where  they  have  not  been  able  to  resolve  the  issues  involved. 

If  conciliation  by  the  EEOC  fails,  the  aggrieved 
individual  may  sue  in  federal  district  court.  At  his  dis- 
cretion, the  district  judge  may  appoint  an  attorney  for  the 
complainant.  Reasonable  attorney's  fees  may  be  allowed  the 
prevailing  party  unless  the  United  States  is  the  prevailing 
party . 

If  the  court  finds  that  the  discrimination  has 
been  intentional,  it  may  enjoin  the  violation  and  order  the 
hiring  or  reinstatement  of  the  employees  with  back  pay0 

Any  EEOC  Commissioner  who  has  reasonable  cause  to 
believe  an  unlawful  discriminatory  employment  practice  is 
occurring  or  has  occurred  may  file  a charge  in  writing  with 
the  commission.  If  the  discriminatory  act  occurs  in  a 
state  with  an  antidiscrimination  law,  the  EEOC,  before  tak- 
ing any  action  with  respect  to  the  charge,  must  notify  the 
appropriate  State  or  local  authority  and  offer  to  refer 
the  charge  to  it. 

Title  VII  also  authorizes  the  Attorney  General  to 
bring  a civil  action  in  the  federal  courts  when  he  has 
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"'reasonable  cause  to  believe  that  any  person  or  group  of 
persons  is  engaged  in  a pattern  or  practice  of  resistance 
to  the  full  enjoyment  of  any  of  the  rights"  secured  by 
Title  VII.  The  first  suit  under  this  provision  was  filed 
in  February  1966  against  the  St.  Louis  Building  and  Con- 
struction Trades  Council  and  several  of  its  affiliates. 

This  complaint  alleged  that  the  unions  had  violated  Title 
VII  of  the  Civil  Rights  Act  and  were  interfering  with  a 
nondiscrimination  agreement  between  the  United  States  and 
a contractor.  Action  was  brought  against  the  unions  be- 
cause their  members  walked  off  the  Gateway  Arch  job  to  pro- 
test the  hiring  of  a Negro  lumbing  contractor  and  his  em- 
ployees, who  were  represented  by  the  Congress  of  Industrial 
Unions  (CIU),  an  integrated  union  not  affiliated  with  the 
AFL-CIO.  The  unions  offered  to  take  all  CIU  memoers  who 
were  qualified,  and  argued  that  their  strike  was  for  juris- 
dictional reasons  and  not  because  of  race.  However,  the 
Justice  Department  alleged  that  the  walkout,  which  shutdown 
the  project,  was  staged  "to  prevent  and  discourage  the  em- 
ployment on  construction  projects  in  the  St.  Louis  area  of 
plumbers  who  are  members  of  nondiscriminating  unions. 

The  Justice  Department  brief  alleged  that:  Pipefitters 

Local  562  had  over  1,000  members,  none  of  whom  is  a Negro) 


Sheet  Metal  Workers  Local  35  had  1,250  members,  of  whom  only- 
two  apprentices  were  Negro;  International  Brotherhood  of 

Electrical  Workers  Local  1 had  1,963  members,  only  one  of 

/ 

whom  was  a Negro;  and  Plumbers  Local  No.  35  had  1,200  mem- 
bers and  102  apprentices,  none  of  whom  were  Negroes.  The 
Justice  Department  asked  for  injunctions  to  prevent  these 
unions  from  frustrating  the  contractors'  nondiscrimination 
clause  in  his  federal  contract  and  to  prevent  the  unions 
from  discriminating  against  any  member  or  potential  member. 
The  charges  alleging  discrimination  in  the  specific  dispute 
were  dismissed  by  the  federa3.  district  court,  but  the  charge 
alleging  a pattern  of  discrimination  in  violation  of  Title 
VII  were  still  pending  in  August  1966.  It  should  be  noted 
that  no  specific  charges  of  discrimination  by  Negroes  were 
filed  in  this  case  and  that  action  was  taken  by  the  Justice 
Department  on  its  own  initiative. 

The  NLRB  was  involved  :Ln  this  case  because  the 
walkout  violated  the  secondary  boycott  provisions  of  the 
Taft-Hartley  Act.  The  Board  therefore  got  an  injunction 
which  sent  the  strikers  back  to  work. 
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Title  VI  of  the  Civil  Rights  Act  of  1964 

Title  VI  of  the  Civil  Rights  Act  prohibits  the 
use  of  federal  funds  to  support  a discriminatory  activity. 
Section  601  of  this  title  declares:  ,!No  person  in  the 

United  States  shall,  on  the  ground  of  race,  color  or  na- 
tional origin,  be  excluded  from  participation  in,  be  denied 
the  benefits  of,  or  be  subjected  to  discrimination  under 
any  program  or  activity  receiving  Federal  financial  assis- 
tance.” This  title  therefore  makes  it  unlawful  for  federal 

funds  to  be  used  to  support  related  training  for  apprentice- 

I 

ship  programs  in  public  schools,  if  the  union  practices 
discrimination . 

However,  this  power,  though  not  completely  insig- 
nificant, is  limited  by  the  fact  that  many  apprenticeship 
sponsors  provide  their  own  related  instruction  and  others 
would  do  so  rather  than  submit  to  what  they  considered  to 
be  onerous  regulations. 

Federal  Apprentice  Regulations 

Some  form  of  antidiscrimination  provision  in  fed- 
eral government  contracts  has  existed  since  President 
Roosevelt* s Fair  Employment  Practice  Committee  (FEPC)  was 
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set  up  during  World  War  II.  These  committees  did  not,  how- 
ever, pay  much  attention  to  the  apprenticeship  question  un- 
til 1961  when  Secretary  of  Labor  Arthur  J.  Goldberg  announced 
that  all  federal  contractors  would  thereafter  be  required  to 
include  a specific  nondiscrimination  clause  in  their  appren- 
ticeship standards. 

In  response  to  President  Kennedy's  instructions 
the  previous  June,  when  racial  demonstrations  were  staged  at 
a number  of  construction  sites  in  large  Northern  cities, 
Secretary  of  Labor  W.  Willard  Wirtz,  over  the  heated  objec- 
tions of  some  union  leaders,  approved  new  standards  which 
provided  that  apprentices  must  be  selected  on  a nond.Lscrimi- 
natory  basis.  These  regulations  (29  CFR  Part  30 ) became 
effective  January  17,  1964,  and  provide  that  a3„l  apprentice- 
ship programs  registered  on  or  before  that  date  had  to  meet 
the  following  requirements: 

a.  The  selection  of  apprentices  on  the  basis  of 
qualifications  alone,  in  accordance  with  ob- 
jective standards  which  permit  review  after 
full  and  fair  opportunity  for  application,  un- 
less the  selections  otherwise  made  would  them- 
selves demonstrate  that  there  is  equality  of 
opportunity . 

b.  The  taking  of  whatever  steps  are  necessary,  in 
acting  upon  application  lists  developed  prior 
to  this  time,  to  remove  the  effects  of  previous 
practices  under  which  discriminatory  patterns 
of  employment  may  have  resulted. 
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c.  Nondiscrimination  in  all  phases  of  apprentice- 
ship and  employment  during  apprenticeship  after 
selections  are  made. 

Selection  on  the  basis  of  "qualifications  alone" 
means,  according  to  29  CFR  30,  that  apprentices  must  be 
chosen  solely  on  the  basis  of  qualifications,  -which  may  be 
determined  by  such  means  as  "fair  aptitude  tests,  school 

diplomas,  age  requirements,  occupationally  essential  physi- 
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cal  requirements,  fair  interviews,]  school  grades,  and  pre- 
vious work  experience."  "Objective  standards"  means  that 
qualifications  must  be  based  on  "specific  requirements  so 
that  questions  of  discrimination  can  be  fairly  adjudicated. 

. . . Requirements  must  be  established  and  disseminated 

publicly  prior  to  selection." 

In  order  to  permit  review  of  objective  standards, 
29  CFR  30  requires  the  keeping  of  "adequate  records  of  the 
selection  process"  which  must  be  made  available  to  BAT  on 
request.  These  records  must  be  retained  for  a period  of  at 
least  two  years. 

The  meaning  of  "after  full  and  fair  opportunity 
for  application"  depends  upon  when  the  application  lists 
were  established.  Those  lists  established  before  29  CFR  30 
became  effective  (January  17,  1964)  met  this  requirement  if 
they  "had  publicly  disseminated  information  about  the 


availability  of  apprenticeship  opportunities  and  had 
allowed  a substantial  period  of  time  for  applicants  to 
apply. ” For  programs  established  after  January  17,  1964, 
compliance  requirements  are  satisfied  if: 


the  program  sponsor,  prior  to  the  time  of  selection 
and  at  least  once  annually,  except  in  years  when  no 
selections  are  made,  has  allowed  a substantial  period 
of  time  for  new  applicants  to  apply  and  former  ap- 
plicants to  reapply  for  apprenticeship,  has  publicly 
disseminated  full  information  about  the  availability 
of  apprenticeship  opportunities,  and  has  ranked  the 
new  applicants  thus  received  along  with  previous 
applicants  on  the  basis  of  their  cumulative  quali- 
fications . 


Those  apprenticeship  programs  established  before 
January  17,  1964,  which  do  not  wish  to  select  on  the  basis 
of  qualifications  alone  can  meet  the  requirements  of  29 
CFR  30  by  either  selecting  from  existing  employees  or 
"demonstrating  equality  of  opportunity”  in  their  selection 
procedures.  This  requirement  is  not  defined  in  detail, 
but  obviously  permits  program  sponsors  to  discriminate  in 
favor  of  relatives  and  friends  so  long  as  they  also  dis- 
criminate in  favor  of  enough  Negroes  to  satisfy  the  Ad- 
ministrator of  the  BAT. 

The  Secretary's  regulations  permit  the  selection 
from  existing  employees  or  some  other  "restricted  pool," 
provided  "admission  to  the  pool  as  well  as  selection  of 
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apprentices  must  be  on  a nondiscr iminatory  basis  after 
January  17,  1964.  Selections  from  the  pools  may  be  on 
the  basis  of  seniority  of  employment® 

The  Secretary  1 s regulations  also  provide . that 
there  shall  be  no  discrimination  in  the  operation  of  ap- 
prenticeship programs.  This  means  that  there  can  be  no 
discrimination  in  such  things  as  "job  assignment,  promo- 
tion, layoff  or  termination,  rates  of  pay  or  other  forms 
of  compensation  and  conditions  of  work. " All  registered 
programs  are  required  by  29  CFR  30  to  contain  fo.rmal  non- 
discrimination provisions® 

Programs  registered  after  January  17,  1964, 
"must  select  apprentices  on  the  basis  of  qualifications 
alone  in  accordance  with  objective  standards  which  permit 
review  after  full  and  fair  opportunity  for  application 
and  must  adopt  a nondiscrimination  clause"  (emphasis 
added).  In  other  words,  all  new  programs  do  not  have  the 
option  of  demonstrating  nondiscrimination  or  selecting 
from  existing  employees,  but  must  use  objective  standards 
alone  as  the  sole  standards  for  selection. 


3 ' . 

For  an  example  of  this  procedure,  see  our 
cussion  of  the  New  York  Printing  industries  program  in 
Chapter  IV. 
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In  addition  the  federal  apprenticeship  regula- 
tions require  the  BAT  to  undertake  a "ByBtematic  field 
review  of  existing  federally  registered  programs,  inform 
program  sponsors  of  the  equal  opportunity  standards,  en- 
courage their  adoption  and  take  appropriate  action  regard 
ing  programs  which  do  not  adopt  and  operate  in  accordance 
with  the  standards."  After  efforts  at  conciliation  and 
provisions  for  a hearing,  the  Administrator  of  BAT  is 
authorized  by  29  CFR  30  to 
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render  a iinal  decision  in  writing  based  on  the  fiL 

iUV!f°rd  QS  the  Case  may  bG  ’ If  the  decision 
is  that  the  program  is  in  nonconformity  and  that 

satisfactory  action  to  achieve  conformity  has  not 

been  undertaken,  the  program  shall  be  deregistered. 

* * I 4.?n  ?ach  case  in  which  deregistration  is  or- 
dered  the  Administrator  shall  make  public  notice  of 
he  order  and  will  notify  the  President's  Committee 

on  Equal  Employment  Opportunity  and  the  Solicitor 
of  Labor. 
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Apprenticeship  programs  in  the  State  Apprentice- 
ship Council  (SAC)  states  are  required  by  29  CFR  30  to 
adopt  standards  consistent  with  the  Secretary’s  regula- 
tions. If  BAT’S  Administrator  "determines  that  a State 
program  is  not  consistent  with  Buch  standards,  he  shall 
notify  the  Secretary  of  Labor  that  a question  exists  as 
to  whether  the  Federal  Government  should  continue  to 
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recognize  for  Federal  purposes  programs  registered  by  the 
State  agency . ,r 

Although  our  information  concerning  the  effec- 
tiveness of  29  CFR  30  is  rather  sketchy,  our  evidence  sug- 
gests that  although  there  was  some  resistance  to  the  stan- 
dards, all  state  programs  were  approved  after  18  months 
and  most  joint  apprenticeship  committees  have  adopted 
standards  in  compliance  with  these  regulations.  The  New 
York  and  Pennsylvania  apprenticeship  standards  are  in  many 
ways  more  stringent  than  the  federal,  but  there  have  been 
few  cases  of  noncompliance  with  either  the  federal  or 
state  regulations. 

It  would  be  very  surprising,  however,  if  many 
programs  failed  to  comply  with  the  federal  standards  be- 
* ause  it  is  possible  to  be  in  compliance  and  continue 
barring  Negroes  from  membership  through  the  use  of  selec- 
tion procedures.  The  Labor  Department  insists  that  the 
selection  procedures  be'  objective,  but  it  has  left  the 
determination  of  qualifications  and  the  content  of  the 
tests  and  their  interpretation  to  the  JAC£ . In  addi- 
tion, the  apprentice  sponsors  apparently  have  been  able 
to  comply  with  these  standards  by  formal  notice  of  their 

No  penalties  have  been  imposed  on 


intention  to-do  so. 
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JAC3  for  failing  to  comply  with  these  requirements  or  to 
make  the  reports  which  they  require. 

It  is  also  possible  for  apprenticeship  sponsors 
to  avoid  including  Negroes  in  the  apprenticeship  programs 
by  following  the  alternative  of  selecting  from  existing 
employees  where  it  is  known  that  Negro  employees  are 
either  unwilling  or  unqualified  to  apply  for  apprentice- 
ship. training. 

There  is  a prevailing  belief  that  a major  deter- 
rent to  implementing  the  nondiscrimination  standards  is  the 
fact  that  the  BAT  and  the  state  apprenticeship  agencies  are 
not  sympathetic  to  the  enforcement  of  such  policies.  It  is 
argued  that  the  BAT  is  staffed  mainly  by  ex- construct  ion 
trades  unionists  who  consider  themselves  to  be  "fronts" 
for  the  unions  rather  than  agents  to  carry  out  nondiscrimi- 
nation policies.  Others  in  the  apprentice  agencies  con- 
sider antidiscrimination  policies  to  be  inconsistent  with 
their  main  function  of  promoting  apprenticeship  programs. 

As  a consequence  of  their  failure  to  produce 
more  than  formal  changes,  some  observers  argue  that  the 
adoption  of  29  CFR  30,  by  encouraging  tests  and  objective 
standards,  actually  has  provided  apprenticeship  sponsors 
a means  for  perpetuating  discrimination.  This  observation 
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is  based  upon  the  conclusion  that  without  special  prepara- 
tion Negroes  do  not  do  well  on  written  tests  and  therefore 
are  most  likely  to  get  into  apprentice  programs  where  stan- 
dards are  flexible  and  no  tests  are  required- 

Although  these  standards  apparently  have  had  the 
result  indicated  by  their  criticB,  they  cannot  really  be 
regarded  as  the  causes  of  inadequate  Negro  representation 
in  apprentice  programs.  We  are  convinced  that  tests  are 
less  important  than  the  attitude  of  the  people  administer- 
ing the  tests.  If  apprentice  sponsors  want  to  take  In 
qualified  Negroes,  they  can  use  the  tests  to  do  so.  Under 
present  conditions,  on  the  other  hand,  apprentice  sponsors 
also  can  and  have  used  tests  to  continue  to  bar  Negroes. 

The  real  problem  with  apprentice  regulations  is  that  the 
nature  of  apprentice  programs  is  such  that  it  is  very  dif- 
ficult to  impose  punitive  regulations  which  would  require 
apprentice  sponsors  to  take  action  against  their  will.  We 
have  noted  that  the  BAT*s  main  power  over  these  programs — 
deregistra-  uon--really  is  not  likely  to  mean  very  much. 
Moreover,  there  seems  to  be  few  other  penalties  which  would 
really  be  effective  against  recalcitrant  apprentice  pro- 
grams without  destroying  their  flexible  nature  by  having 
government  determine  qualifications,  give  the  tests,  pay 
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for  the  training  and  provide  the  training  facilities. 
Although  governments  could  do  more  than  they  do  to  train 
apprentices  in  their  own  facilities,  it  is  doubtful  that 
government  can  provide  an  adequate  apprentice  program  with- 
out private  support.  It  would  be  easy  enough  for  govern- 
ment to  provide  the  academic  part  of  apprentice  training, 
but  this  is  much  less  important  to  most  apprentice  pro- 
grams  than  on-the-job  training. 

In  conclusion,  although  there  is  considerable 
dissatisfaction  with  the  results  of  the  apprenticeship 
regulations,  they  have  not  been  completely  ineffective. 

The  fights  over  these  regulations  have  had  important  edu- 
cational results  for  all  of  the  partieB  involved.  They 
have  created  an  attitude  by  the  apprenticeship  establish- 
ment that  changes  are  inevitable  and  that  the  apprentice- 
ship sponsors  had  better  prepare*  their  followers  to  accept 
some  Negroes.  These  regulations,  along  with  the  1964  Civil 
Right b Act  and  the  various  state  apprenticeship  regula- 
tions, have  created  attitudes  in  the  industry  which  are 

conducive  to  change,  even  though  the  actual  changes  have 
been  minimal. 

On  the  other  hand  civil  rights  leaders  and  gov- 
ernment  officials  outside  the  apprenticeship  establishment 


have  learned  something  about  apprenticeship  programs.  They 
know  that  the  apprenticeship  establishment  will  fight  to 
preserve  its  traditions  and  that  it  has  considerable  ability 
to  resist  change.  Civil  rights  leaders  and  their  govern- 
mental allies  also  have  learned  that  getting  more  Negroes 
into  apprentice  programs  is  not  simply  a matter  of  lower- 
ing racial  barriers.  On  numerous  occasions  very  few 
qualified  Negro  applicants  have  come  forward  in  response 
to  efforts  to  recruit  Negro  applicants  for  apprentice 
programs . 

Preferential  Treatment  Issue 

One  of  the  most  controversial  issues  surrounding 
antidiscrimination  regulations  has  been  the  question  of 
preferential  treatment,  which  some  civil  rights  groups 
have  advocated  to  compensate  Negroes  for  the  cumulative 
influences  of  discrimination.  Demands  for  quotas  and 
preferential  treatment  are  based  upon  the  realization 
that  even  with  nondiscriminatory  employment  policies, 
Negroes  would  not  be  able  to  change  their  employment 


patterns  very  rapidly. 


Although  preferential  treatment  is  usually  con- 
demned by  employers,  union  leaders,4  and  most  government 
agencies,  it  has  not  been  uncommon,,  Indeed,  in  the  past 
when  Negroes  have  brought  pressures  for  more  jobs  or  of- 
ficial positions  in  unions,  formal  or  informal  racial  quota 
arrangements  sometimes  have  seemed  the  logical  compromises 
to  settle  these  disputes.  The  federal  government,  in  spite 
of  vigorous  assurance  to  the  contrary,  has  at  least  left 
the  impression  that  it  expects  government  contractors  to 
preferential  treatment  to  minorities. 

The  Civil  Rights  Act  of  1964  is  not  clear  with 
respect  to  the  legality  of  preferential  treatment.  The 
Act  merely  declares  that  preferential  treatment  is  not 

r-~ ~ by  Title  VII,  though  i*j  presumably  would  be  legal. 
However,  in  order  to  be  consistent  with  other  provisions 


1963,  for  example,  when  the  Secretary 
Labor  s apprentice  regulations  were  first  announced 
were  interpreted  by  labor  leaders  as  requiring  prefe 
tial  treatment.  Union  and  employer  representatives 
Plumbing  industry  drafted  a statement  declaring: 
will  accept  no  dictation.  We  reject  any  imposition 
quotas  based  on  racial  or  population  percentages  by 
Government  agencies  or  private  business  group.  . . . 
consider  quotas  undemocratic,  unreasonable,  unwarran 
and  unworkable.  ...  We  do  not  believe  in  rejecting 
applicant  because  of  his  race,  color,  or  creed.  . . 
we  likewise  cannot  be  expected  to  admit  an  applicant 
cause  of  his  race,  color  or  creed. "--New  York  Times. 
August  20,  1963.  
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of  the  Act,  preferential  treatment  which  discriminates  . 
against  whites  presumably  would  be  unlawful. 

Preferential  treatment  for  Negroes  is  opposed, 
of  course,  because  it  might  discriminate  against  whites. 

But  spec ia 1 programs  for  Negroes  need  not  discriminate 
against  Negroes  or  whites.  For  example,  apprenticeship 
sponsors  who  have  not  recruited  among  Negroes  in  the  psBt 
and  who  have  no  Negro  employees,  trainees,  or  members  might 
make  special  efforts  to  recruit  Negroes  or  to  help  them 
acquire  training.  This  would  be  special  treatment  to  in- 
clude Negroes  in  the  recruitment  pattern,  but  it  would 
not  be  preferential  treatment  because  it  would  extend  to 
NegroeB  benefits  which  whites  already  enjoy. 

Special  programs  by  unions  and  employers  to  pre- 
pare , Negroes  and  other  disadvantaged  groups  for  appren- 
ticeship or  other  training  programs  also  would  not  seem 
to  he  ’’preferential  treatment.”  However,  industry  spokes- 
men claim  that  the  following  government  contract  compliance 
example  of  "affirmative  action"  contemplates  quota  systems: 
"The  Company  will  assist  at  least  three  youths  with  minor- 
ity group  identification  to  enter  each  apprenticeship  pro- 
gram in  which  it  is  involved." 

There  would  seem  to  he  a continuum  of  policies 
ranging  from  hostile  discrimination  against  Negroes  in 


favor  of  whites  to  hostile  discrimination  against  whites 

in  favor  of  Negroes.  Between  these  extremes  there  exist 

various  combinations  of  policies  that  might  be  adopted, 

some  of  whicn  will  discriminate  against  whites  a little 

* 

now  in  order  to  give  the  Negro  .a  more  equal  chance.  Of 
course  preferential  treatment  that  causes  either  whites 
or  Negroes  to  be  displaced  is  objectionable  but  the  mea- 
sures to  improve  the  economic  opportunities  of  Negroes 
need  not  take  this  form  and  need  not  ignore  the  qualifica- 
tions of  Negroes  or  whites.  But  since  qualifications  are 
difficult  to  determine  with  precision,  there  will  always 
be  a considerable  margin  within  which  decision  makers  can 
exercise  judgment  for  or  against  particular  groups. 

Whatever  one's  judgment  concerning  the  desir- 
ability of  preferential  treatment,  the  pressures  on  civil 
rights  organizations,  the  federal  government,  employers, 
human  rights  commissions,  and  unions  are  such  that  Negroes 
will  receive  preferential  treatment  in  many  cases.  All  of 
these  groups  face  certain  pressures  to  show  results  in 
terms  of  including  Negroes  in  jobs  and  training  prpgrams 
from  which  they  were  previously  excluded.  Legalistic 
barriers,  tests,  and  qualifications  thrown  up  to  make  it 
more  difficult  for  Negroes  to  enter  these  programs  will 
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not  relieve  these  pressures.  Employers  or  unions  there- 
fore will  be  compelled  to  relieve  the  pressures  by  all 
available  means.  All  parties  can  present  moral  reasons 
why  they  should  either  take  action  or  avoid  it.  But,  as 
in  most  cases  of  conflict  resolution,  the  problems  will 
be  solved  only  through  compromises  and  not  by  moral 
arguments.5 

Other  Policies 

As  noted  earlier,  the  meager  tangible  results 
of  antidiscrimination  measures,  and  the  use  of  sanctions 

) 

by  government  agencies,  made  it  abundantly  clear  that 
policies  based  entirely  on  the  assumption  that  discrimi- 
nation was  the  only  problem  were  inadequate.  It  not  only 
became  increasingly  clear  that  the  apprenticeship  estab- 
lishment was  relatively  impervious  to  various  sanctions, 
but  that  antidiscrimination  policies  operated  only  on  the 

ft 

demand  for  Negro  apprentices  without  doing  anything  to 
increase  the  supply.  This  realization  was  brought  home 

5For  an  excellent  article  on  this  topic  see 
George  Strauss  and  Sidney  Ingerman,  "Public  Policy  and 
Discrimination  in  Apprenticeship,  " The  Hastings  Law  Jour- 
nal, XVI  (February,  1964),  285-331. 
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to  some  civil  rights  groups  by  their  inability  to  produce 
many  qualified  applicants  when  unions  and  employers  chal- 
lenged them  to  do  so.  Since  demand  and  supply  must  both 
operate  together  to  produce  results,  various  organizations 
started  taking  measures  to  recruit  and  tutor  Negro  appli- 
cants for  apprentice  programs.  Some  of  these,  such  as  the 
Workers  Defense  League  program  in  New  York,  we  have  dis- 
cussed in  connection  with  our  city  studies.  Others,  in- 
cluding various  governmental  and  private  programs,  are 
discussed  in  this  section. 

Advisory  Committee  on  Equal  Opportunity 
in  Apprenticeship  and  Training 


to 


■* 


The  Advisory  Committee  on  Equal  Opportunity  in 
Apprenticeship  and  Training  (ACEOAT)  was  created  by  Secre- 
tary of  Labor  W.  Willard  Wirtz  in  February  1963.  The 
ACEOAT's  functions  were  defined  as  follows: 


The  Committee  shall  advise  the  Department  of 
Labor  with  respect  to  the  development,  review,  and 
promotion  of  more  effective  programs  and  policies 
for  establishing  and  maintaining  equal  opportunities 
in  app rent iceab le  and  other  occupations.  It  shall 
recommend  actions  for  implementing  the  policies  of 
the  Department  of  Labor  in  the  specific  area  of 
skilled  manpower  development  on  a nondis criminatory 
basis. 
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The  Committee  has  fifteen  members,  appointed  by 
the  Secretary  of  Labors  four  from  labor,  four  from  manage 
ment,  five  from  the  minority  community,  and  two  from  the 
general  public.  Secretarial,  technical  and  other  services’ 
to  the  Committee  are  provided  by  the  BAT,  and  Under  Secre- 
tary of  Labor  John  F . Henning  has  served  as  its  chairman. 
Harold  Barrett,  Jr.,  from  BAT'S  staff,  is  the  Committee's 

Executive  Secretary. 

The  ACEOAT'S  meetings  generally  have  been  in- 
volved with  acquainting  committee  members  with  developments 
in  the  apprenticeship  field  as  they  relate  to  equal  em- 
ployment opportunities  and  with  the  formulation  of  policies 
to  help  deal  with  this  problem.  The  Committee's  most  com- 
prehensive recommendations  came  out  of  its  eleventh  meet- 
ing in  San  Francisco,  October  4-5,  1965.  At  this  meeting, 
a special  subcommittee  developed  the  following  eight-point 

program: 


X.  Direct  neighborhood  recruitment  and  promo- 
tion activity  by  the  BAT-BES-AIC  personnel; 


2*  Conferences  each  schoo 
school  counselors  to  advise  on 
apprenticeship  opportunities,  c 


1 semester  with  all 
the  realities  of  local 
onditions  and  require- 


ments } 


3.  Similar  periodic  conferences  with  leaders  of 
the  organized  minority  community; 


o 
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4.  Development  of  a promotional  and  explanatory 

film; 

5.  A systematic  reporting  procedure  to  assess 
progress  in  the  field  in  carrying  out  the  program; 

6.  The  creation  of  independent  testing  agencies 
for  objectifying  and  validating  grading  and  testing 
of  apprentice  candidates;  • 

7.  Setting  aside  specific  time  in  each  Regional 
and  State  Apprenticeship  Conference  for  the  advance- 
ment of  equal  opportunity; 

8.  Informal  assemblies  of  key  leaders  involved 
in  any  way  with  apprenticeship  and  civil  rights,  for 
the  purpose  of  communications  and  problem-solving. 

The  subcommittee  also  requested  specific  informa- 
tion on  the  extent  to  which  BAT-registered  programs  had 
complied  with  29  CFR  30;  it  is  significant  that  two  years 
after  29  CFR  30  went  into  effect  the  ACEOAT  did  not  have 
this  information.  On  October  1,  1966,  however,  the  BAT 

reported  that  field  compliance  reviews  had  been  satisfac- 
torily completed  with  7,201  programs.  There  were  at  that 
time  40,437  registered  programs,  only  6,727  of  which  had 
five  or  more  apprentices. 

The  ACEOAT's  January,  1966,  session  was  pre- 
ceded by  a public  meeting  at  Howard  University  in  Wash- 
ington, D.C.,  attended  by  representatives  of  all  civil 
rights  groups  except  the  Urban  League  and  the  Southern 
Christian  Leadership  Conference  (who  were  invited  but  did 
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not  attend)  and  was  designed  to  give  these  groups  an 
opportunity  to  speak  to  the  Negro’s  perception  of.  experi- 
ence with,  and  expectations  from  apprenticeship  sponsors. 

The  divil  rights  groups  attending  the  Howard 
meeting  were  extremely  critical  of  the  lack  of  progress 
in  increasing  the  number  of  Negro  apprentices.  At  its 
executive  session  the  following  day,  the  ACEOAT  concluded: 

The  essence  of  the  public  meeting  was  a clear 
indicating  that  Negroes  do  not  really  understand  the 
nature,  operations  and  purposes  of  apprenticeship; 
that  their  experiences  have  been  extremely  frustrating 
and  disappointing;  and  that  they  wanted  more  oppor- 
tunities now. 6 

In  response  to  its  concern  over  the  civil  rights 
leaders'  "cry  for  action, " and  the  implicit  charge  that 
the  ACEOAT  had  produced  no  results  in  its  two  years  of 
operation,  a proposal  was  made  for  a program  to  obtain 
four  specific,  attainable  goals  for  calendar  year  1966. 
These  goals  were: 


0 

Advisory  Committee  on  Equal  Opportunity  in 
Apprenticeship  and  Training,  Annual  Report.  1966  (dittoed), 


ACEOAT,  Report  of  the  Twelfth  Meeting,  Executive 
Session  (mimeographed),  January  28,  1966,  p.  4. 
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1.  Aim  to  have  minorities  in  every  registered 
apprenticeship  program  by  the  end  of  calendar  year 
1966. 


2.  For  those  programs  now  employing  minority- 
group  apprentices,  sustain  the  same  proportion  of 
minorities,  or  better,  in  this  year’s  new  apprentice 
classes. 

3.  Select  pilot  test-areas  [which  the  Committee 
defined  as  all  those  cities  with  active  AIC's]  and 
try  out  the  ideas  in  the  [special  ] subcommittee 
report's  proposed  'affirmative  action  program.' 

4.  If,  after  we  have  set  out  goals,  and  have 
promoted  cooperation  with  local  programs,  and  have 
not  achieved  th  se  goals  in  specific  instances,  then 
we  should  bring  sanctions  to  bear  on  the  offending 
programs. 


ACEOAT's  January  1966  meeting  also  adopted  the 
special  subcommittee's  report.  The  Committee's  executive 
secretary,  Harold  Barrett,  subsequently  i)roposed  ^,o  the 
BAT  that  it  adopt  the  action  program,  but,  for  a variety 
of  reasons,  especially  a claim  tha 0 it  had  inadequate 
funds  and  staff,  Bureau  officials  did  not  accept  the 
ACEOAT's  program. 

With  respect  to  the  usefulness  of  the  Committee, 
ACEOAT's  1966  Annual  Report  concluded: 

The  committee  proposals,  although  they  may  be 
addressed  to  the  practicalities  of  need,  are  some- 
times not  sufficiently  sensitive  to  the  budgetary 
limitations  of  the  Bureau  and  the  Department.  The 
establishment  of  priorities  within  the  Bureau  and 
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the  Department  as  to  which  way  funds  will  be  directed 
and  staff  deployed  are  often  the  result  of  policy 
considerations  unknown  to,  and  inaccessible  to,  the 
Committee.  As  the  result.  Committee  recommendations 
tend  to  be  ahead  of  the  practical  implementation 
abilities  of  the  Department  aud  compete  with  other 
program  areas  w£ich  tend  to  have  higher  priority 
values  than  the  equal  opportunity  issue.  Neverthe- 
less, the  Committee  serves  the  useful  purpose  of 
pointing  in  the  direction  of  need,  should  the  occa- 
sion arise  with  staff  and  budget  and  priority  values 
which  would  permit  the  equal  opportunity  issue  to  be 
given  its  turn  in  the  value  structure  of  the  Bureau 
and  the  Department. 


Although  the  BAT,  like  all  agencies,  undoubtedly 
had  budgetary  limitations  which  made  it  difficult  for  it 
to  implement  such  proposals  as  that  made  by  the  ACEOAT, 
civil  rights  advocates,  within  the  Bureau  and  without, 
suspect  that  the  BAT*s  refusal  to  act  was  based  upon  a 
reluctance  to  oppose  those  within  the  Bureau  who  are  not 
sympathetic  with  equal  opportunities  measures  and  to  the 
fact  that  Bureau  officials  are  unwilling  to  assign  Civil 
Rights  policies  sufficiently  high  priorities.  Some  BAT 
officials,  .on  the  other  hand,  express  the  belief  that  the 
equal  opportunities  proposals  are  unrealistic  because  they 
contemplate  preferential  treatment  in  disregard  of  quali- 
fications. Proponents  of  the  latter  point  of  view  believe 
that  the  advocates  of  equal  opportunity  give  too  much 
weight  to  civil  rights  programs. 


The  Industrial  Training  Advisors  (iTA's) 


The  racial  position  of  the  BAT  was  under  attack 
from  a number  of  sources,  including  the  U.S.  Civil  Rights 
Commission,  during  the  early  1960 's. 8 These  attacks  came 
not  only  because  the  Bureau  seemed  to  be  doing  so  little 
to  get  Negroes  into  apprenticeship  programs  but  also  be- 
cause it  had  very  few  Negroes  on  its  staff.  Since  the 
Bureau's  traditional  staff  qualifications  resulted  in  the 
selection  of  people  with  mainly  craft  union  backgrounds, 
Negroes  previously  were  almost  automatically  excluded  from 
employment  on  the  BAT's  field  staff. 

The  Bureau  met  some  of  this  criticism  in  1963 
by  adding  four  race  relations  consultants,  whose  function 
it  was  to  open  up  apprenticeship  opportunities  to  Negroes. 
Other  consultants,  called  industrial  training  advisors, 
were  later  added  in  all  of  the  BAT's  regions.  A Negro 
also  was  appointed  regional  director  of  the  region  which 
contains  Chicago. 

The  regional  industrial  training  advisors  are 
under  the  direction  of  the  BAT's  regional  directors,  but 

8See  U.S.  Civil  Rights  Commission,  Reports  on 
Apprenticeship , 1964. 
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receive  technical  assistance  from  the  National  Training 
Advisor  in  Washington  There  is  a Special  Assistant  for 
Equal  Opportunity  to  the  BAT  Administ  x^at or  who  has  general 
responsibility  for  the  Bureau’s  equal  opportunity  program. 
The  selection  of  Negroes  for  most  of  the  * ITA  positions 
resulted  in  a dramatic  reversal  of  the  BAT's  traditional 
personnel  policies. 

If  its  objective  was  to  get  Negroes  into  appren- 
ticeship programs,  the  ITAs  clearly  have  not  been  a suc- 
cess. Indeed,  the  Deputy  Administrator  of  the  BAT,  who 
has  general  responsibility  for  this  program,  told  xis  in 
) December,  1965,  that  he  did  not  know  of  a single  case  where 

an  industrial  training  advisor  had  been  responsible  for 
getting  a Negro  admitted  to  an  apprentice  program.  While 
they  apparently  are  dedicated  people,  most  of  the  ITAS 
interviewed  by  this  study  seemed  too  often  to  lack  suffi- 
cient independence  to  carry  out  their  activities.  A major 
problem  seems  to  be  the  lack  of  support  for  this  program 
by  many  of  the  BAT  regional  staffs.  Regional  directors 
too  often  seem  to  resent  the  ITAS,  or  to  think  they  are 
unnecessary  and  have  not  given  them  sufficient  indepen- 
dence or  resources  with  which  to  operate. 

We  have  found,  for  example, 

Atlanta  has  been  able  to  do  a fairly 


that  the  ITA  in 
effective  job  in 


working  with  the  Negro  Community  and  the  trade  unions. 

It  is  apparent,  however,  that  the  main  problem  with  the 

ITA s is  not  the  concept  but  the  implementation  of  that 
concept . 

There  can  be  little  question  that  the  ITAs,  or  • 
somebody  with  the  backing  of  the  BAT’s  top  administration, 
need  to  take  measures  to  advise  the  Bureau’s  field  staff 
on  minority  group  relations  and  bridge  the  wide  gap  which 
presently  exists  between  the  BAT,  the  Negro  community, 
and  apprenticeship  sponsors. 

Someone  on  the  BAT'S  staff  undoubtedly  could 
perform  this  function  more  effectively  if:  (l)  the  BAT 

had  no  enforcement  powers  for  29  CFR  30,  because  It  Is 
difficult  to  promote  voluntarism  while  threatening  puni- 
tive action;  (2)  some  other  organization,  such  as  the  EEOC 
or  the  QFCC,  stood  by  to  take  punitive  action  if  the  BAT’S 
promotional  efforts  failed;  and  (3)  the  nondiscrimination 
policy  was  instilled  in  the  field  staff  by  the  BAT’s  top 
administrators  and  regional  directors. 

Apprenticeship  Information  Centers 

There  seems  to  be  almost  universal  agreement 
that  the  lack  of  knowledge  of  apprenticeship  is 
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one  of  the  most  important  reasons  for  the  fewness  of 
Negroes  in  these  programs,  and  for  much  of  the  controversy 
that  surrounds  this  question.  This  lack  of  information  is 
perpetuated  by  high  school  and  employment  counselors  who, 
perhaps  realistically  in  the  past,  have  not  advised  Negro 
youngsters  to  interest  themselves  in  apprenticeship  train- 
ing. Lacking  family  connections  who  had  served  apprentice- 
ships, it  is  not  surprising  that  Negro  youngsters  should 
know  so  little  about  these  programs. 

Many  skilled  trades  unions  have  intentionally 
•perpetuated  the  ignorance  of  apprenticeship  in  order  to 
continue  excluding  all  except  friends  and  relatives.  Since 
many  state  and  federal  apprenticeship  agencies  apparently 
consider  themselves  to  he  agents  of  these  exclusive  unions, 
bhey  have  done  very  little  to  close  this  informational 
gap . 


One  of  the  first  groups  to  concern  itself  with 
an  apprenticeship  information  clearinghouse  was  the  Bay 
Area  Urban  League,  which  argued  that  there  should  be  a 
central  location  where  a Negro  youngster  interested  in 
apprenticeship  could  get  information  on  qualifications, 
procedures,  time  and  place  of  making  application,  or  the 
career  possibilities  in  different  trades.  As  a consequence, 
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the  establishment  of  apprenticeship  information  centers 
became  one  of  the  first  objectives  of  the  California  State 
wide  Committee  for  Equal  Opportunity  in  Apprenticeship  and 
Training  when  it  was  established  in  I960.9 

Although  city  apprenticeship  information  centers 
had  already  been  established  in  California  and  New  York 
City  (discussed  in  Chapter  IV),  the  first  federal  center 
was  opened  June  17,  1963,  in  Washington,  D.C.  as  a coopera 

t i . e effort  between  the  District  of  Columbia  Apprentice- 
ship Council,  the  District  of  Columbia  Commissioners  and 
school  authorities,  the  U.S.  Employment  Service  and  the 
tJ.S.  Department  of  Labor.  While  the  Washington  AIC  was 
intended  for  all  persons  regardless  of  color,  Under  Secre- 
tary of  Labor  John  F.  Henning  observed  that  "the  Center 
should  be  of  particular  value  to  Negroes  and  other  minor- 
ities from  whom  the  knowledge  of  admission  procedures  and 
requirements  often  has  been  withheld. "10 

Following  the  creation  of  the  Washington  Center, 
Under  Secretary  Henning,  in  his  capacity  as  Manpower 

9The  experience  of  this  Committee  is  discussed 
in  detail  in  Chapter  XI. 

lc  'Expanding  Apprenticeship  for  All  Americans," 
American  Federat ionist , July,  1963. 
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Administrator,  issued  Manpower  Administration  Order  No.  12 
which  established  policy  for  the  operation  of  AIC  ’s  in  a 
number  of  cities.  This  order  outlined  the  joint  respon- 
sibilities of  the  Bureau  of  Employment  Security  (BES)  and 
the  BAT  in  operating  these  centers,  and  was  based  on  the 
premise  that  "There  is  a demonstrated  need  for  providing 
a central  and  easily  accessible  source  of  information, 
guidance  and  counseling  concerning  apprenticeship  oppor- 
tunities, re quirement s and  enrollment  in  labor  market  areas 
where  apprenticeship  trades  are  located”  ''1  Manpower  Order 
No.  12  also  established  the  following  guidelines  for  the 
ATC 's : 


a.  Information  Centers  will  be  established  in 
appropriate  labor  market  areas,  particularly  in  areas 
where  there  are  substantial  minority  groups  in  the 
work  force. 

bo  The  Centers  shall  secure,  maintain,  and 
publicize  an  up-to-date  compilation  of  apprentice- 
ship information  and  make  it  available  to  high  school 
students,  public  school  guidance  departments,  the 
minority  community,  labor  unions,  employer  associa- 
tions, employers,  and  the  general  public. 

c.  The  Centers  shall  place  emphasis  on  develop- 
ing cooperation  with  employers,  unions,  and  minority 
groups,  in  order  that  these  parties  take  action  com- 
mensurate with  the  significant  value  of  apprentice- 
ship in  relation  to  the  National  manpower  situation. 

d.  The  Centers  shall  determine  the  qualifica- 
tions of  applicants  by  interviewing,  counseling,  and 
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testing,  and  refer  only  those  qualified  to  available 
apprenticeship  openings. 

e.  Centers  shall  be  operated  as  separate  enti- 
ties within  the  organizational  structure  of  Employ- 
ment Service  local  offices  and  each  one  shall  be 
prominently  identified  as  "Apprenticeship  Informa- 
tion Center,  " so  as  not  to  be  confused  with  any  other 
Employment  Service  function  within  which  or  near 
which  it  is  located. 


The  operation  of  the  centers  was  placed  under 
the  joint  control  of  the  BAT  and  the  BES . BAT’S  respon- 
sibilities include  taking  "the  initiative  in  stimulating 
local  interest  and  securing  community  support  from  labor, 
management,  civic,  education  and  minority  groups,  and  in 
publicizing  the  goals  and  attainments  of  the  Centers." 

BAT  also  was  instructed  to  "secure  and  provide  current 
and  essential  apprenticeship  information,  including  local 
apprentice  requirements,  to  the  Centers." 

The  BES  was  given  the  responsibility  of  securing 
the  cooperation  of  state  employment  security  agencies  with 
the  establishment  and  administration  of  the  AICs,  and  of 
informing  them  of  the  Center’s  objectives  and  operations. 
Special  attention  was  given  labor  market  areas  "with  sub- 
stantial minority  groups  represented  in  the  work  force." 
"Where  necessary"  the  BES  was  instructed  to  "make  finan- 
cial arrangements  to  enable  the  State  to  participate 
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without  diminishing  existing  services"  in  the  employment 
service  offices  selected  to  operate  AICS. 

Since  the  AlC's  require  the  cooperation  of  a 
variety  of  government  agencies.  Manpower  Administration 
Order  No.  12  provided  for  the  establishment  of  an  inter- 
governmental Agency  Coordinating  Group  ( ACG)  for  each  cen- 
ter representing  BAT,  the  state  employment  service,  the 
state  apprenticeship  agency  (where  appropriate),  the  public 
schools,  and  the  minority  advisors  of  the  BAT  and  the  BES. 
The  local  BAT  field  representative  was  made  responsible 
for  the  formation  and  continuing  operation  of  the  ACG  for 
) providing  the  group  with  "essential  information  obtained 

from  management,  labor  and  the  minority  community,  which 
will  aid  in  guiding  local  operating  practices." 

Order  No.  12  also  provided  for  an  AIC  Advisory 
Committee  (AICAC)  to  "assure  the  fullest  community  partici- 
pation in  the  successful  operation  of  each  Center. . . . " 

It  was  recommended  that  the  AICAC  be  appointed  by  local 
civic  authorities  wherever  possible  and  that  it  be  made 
up  of  representatives  of  management,  labor,  minority  and 
civil  organizations.  Members  of  the  ACG  are  instructed 
to  attend  AICAC  meetings  and  to  act  as  consultants  from 
their  respective  organizations. 
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The  AICAC  is  supposed  to  maintain  close  contact 
between  the  community  and  the  AIC.  It's  specific  func- 
tions, as  outlined  in  Manpower  Order  No,  12,  were  to  give 
advice  on  "(1)  the  reactions  of  various  community  groups 
to  the  activity  of  the  Center;  (2)  the  opportunities  and 
outlook  for  apprenticeship  in  the  area;  and  (3)  possible 
modifications  or  improvements  in  the  conduct  of  the 
Center . " 

In  order  to  promote  the  idea  of  the  AIC  6,  teams 
from  the  BAT  and  the  BES  went  into  various  communities  to 
explain  the  purposes  of  and  overcome  opposition  to  the 
Centers.  Since  much  of  the  opposition  initially  was  from 
the  labor  movement,  special  efforts  were  made  to  overcome 
the  specific  fears  that  the  AIC S were  going  to  usurp  the 
unions’  prerogative  of  determining  the  qualifications  for 
their  programs.  Much  union  opposition  was  due  to  the 
stipulation  in  Manpower  Order  No.  12  that  "The  Centers 
shall  examine  the  qualifications  of  applicants  by  inter- 
viewing, counseling,  and  testing,  and  refer  only  those 

to  available  apprenticeship  openings"  (emphasis 
added).  As  a consequence,  BES  Administrator  Robert  C. 
Goodwin  issued  a letter  of  clarification  on  inarch  11,  1964, 

which  called  upon  all  state  employment  security  agencies 
to : 
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Please  notify  the  affected  labor  organizations 
and  major  apprenticeship  sponsors  ♦ » . that  there 

is  no  intent" on  the  part  of  apprenticeship  informa- 
tion centers  to  bypass  or  disrupt  the  traditional 
prerogative  and  authority  of  Joint  apprenticeship 
committees  or  other  apprenticeship  sponsors  to  make 
the  final  selection  and  placement  of  apprentice 
applicants . 


Goodwin’s  clarification  did  not,  however,  allay 
the  suspicions  of  industry  spokesmen,  many  of  whom  express 
the  fear  that  the  AICS  were  simply  the  beginning  of  fed- 
eral control  of  the  apprentice  selection  process. 

As  a consequence  of  continued  industry  opposi- 
tion, BES  and  BAT  teams  attempted  to  sell  the  idea  that 
the  AIC  was  the  best  alternative  facing  the  unions  and 
that  they  Bhould  promote  the  establishment  of  centers  in 
their  areas  in  order  to  exercise  some  control  over  them. 

It  was  explained  that  the  AICS  would  really  be  perform- 
ing a useful  function  for  the  unions  by  screening  appli- 
cants for  them;  the  AICa  union  advocates  felt  that  it 
was  better  for  the  centers  to  tell  the  Negro  youngsters 
that  they  were  not  qualified  than  it  was  for  the  union 
leaders  to  incur  the  suspicion  of  discrimination  by  having 
to  perform  this  disagreeable  task.  The  unions  also  were 
told  that  the  AIC  »s  were  getting  qualified  Negroes  into 
apprentice  programs  whereas  other  training  activities 
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were  producing  Negroes  to  compete  with  those  programs. 

It  was  also  pointed  out  that  the  AIC  was  a part  of  the 
voluntary  bradition  of  the  American  apprenticeship  sys- 
tem, whereas  alternatives  to  the  AIC  contemplated  more 
direct  government  regulation. 

In  spite  of  continued  opposition  from  the  con- 
struction industry,  the  Labor  Department  funded  AIC3  in 
the  following  cities  by  the  end  of  August,  1966: 


1. 

Baltimore* 

13. 

Minneapolis* 

i 

2. 

Birmingham* 

14. 

Nashville* 

3. 

Boston* 

15. 

Newark* 

4. 

Bridgeport* 

16. 

Norfolk 

5. 

Camden* 

17. 

Patterson* 

6. 

Chicago* 

18. 

Philade lphia 

1 ). 

7 . 

Cincinnati* 

19. 

Pittsburgh 

8. 

Cleveland* 

20. 

Portland 

t ; 

9 . 

Detroit* 

21. 

St.  Louis* 

10. 

Houston 

22  . 

St . Paul* 

r 

11. 

Indianapolis* 

23  i 

Seattle 

12  . 

Kansas  City* 

24. 

Washington,  D.C.* 

*0perat ing  in  August, 

1966 

. The  balance  of 

these  were  financed  in  Fiscal  Year  1966. 


It  will  be  observed  that  AICs  had  been  funded  for  all  of 
our  study  cities  except  New  York  and  San  Francisco-Oakland, 
where  city  or  state  centers  are  in  operation,  and  Atlanta. 
However,  for  reasons  that  we  have  discussed  in  the  chap- 
ters dealing  with  that  city,  local  BAT  officials  and  Rep- 
resentatives of  the  Texas  Employment  Commission  (TEC) 
opposed  the  establishment  of  a center  in  Houston. 
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As  nay  be  seen  in  our  discussions  of  those 
cities,  Philadelphia,  Houston,  and  Atlanta  have  had  dif- 
ficulties getting  AIC6  established  but  Philadelphia  has 
finally  acquired  a center  and  efforts  are  under-  way  at  this 
writing  (August,  1966)  to  get  a center  in  Atlanta. 

Evaluation  of  the  AlCSj 

It  is,  of  course,  very  difficult  to  establish 
criteria  by  which  to  evaluate  the  AICs:.  Their  most  im- 
portant objective  obviously  is  to  get  youngsters  in  gen- 
eral and  minorities  in  particular  into  apprenticeship 
programs.  We  cannot,  however,  use  this  as  our  sole  cri- 
terion, because  the  AlC's  main  function  is  to  supply  in- 
formation and  to  act  as  a clea  ring  h o u s e j they  have  no 
power  to  compel  apprenticeship  sponsors  to  accept  their 
referrals.  Obviously,  therefore,  the  AIC's  success  de- 
pends in  large  measure  on  the  cooperation  of  the  appren- 
ticeship establishment  .as  well  as  in  the  imagination  and 
effectiveness  of  the  centers'  staffs  in  recruiting,  screen- 
ing, referring  and  getting  applicants  into  these  programs. 

The  most  successful  AIC  that  we  have  studied 
was  the  one  in  Washington,  D.C.  The  Washington  center's 
relative  success  seems  to  have  been  due  to  a number  of 


factors  including;  its  director  was  director  of  both  the 
AIC  and  the  YOC,  had  himself  served  an  apprenticeship,  and 
had  good  contacts  with  the  labor  movement;  much  of  the 
work  done  by  the  unions  in  the  Washington  area  is  on  gov- 
ernment contracts;  there  is  a large  Negro  community  in 
Washington,  which  has  become  involved  in  the  center* s op- 
erations; and  the  center  does  not  have  to  contend  with  all 
the  problems  involved  in  a joint  federal-state  arrangement. 
Between  June  17,  1963,  and  September  17,  1965, 
the  Washington  AIC  had  3,103  applicants,  of  whom  2,411,  or 
77  percent,  were  Negroes.  Of  those  who  applied,  1,037 
were  Qualified  by  the  AIC  for  app rent iceship  program;  of 
these  728  (70  percent)  were  Negroes.  Of  those  who  quali- 
fied by  the  AIC,  921  were  referred  to  unions,  724  of  these 
referrees  (79  percent)  were  Negroes.  Of  the  total  re- 
ferees, there  were  291  placements;  205  Negroes  (70.4  per- 
cent) were  placed.  Although  we  have  no  information  on  the 
occupational  breakdown  of  these  placements,  the  Washington 
experience  apparently  was  more  productive  than  any  other 
city  with  the  possible  exception  of  Chicago. 

Between  the  establishment  of  the  center  in  that 
city  in  April,  1964,  and  June,  1965,  the  Chicago  AIC  had 
4,278  applicants  to  appear,  had  referred  4,278  and  had 
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placed  581  in  apprentice  programs*  Although  statistics 
on  nonwhite  placements  in  Chicago  are  not  available  for 
the  entire  period  of  its  operation,  the  AIC  in  that  city 
placed  61  nonwhites  between  September,  1964,  and  July, 

1965,  which  was  about  15  percent  of  placements  during  that 
period.  The  Chicago  AIC  placed  47  Negroes  in  apprentice- 
ship programs  in  a special  concerted  program  between  Decem- 
ber 1,  and  August  1,  1966;  the  AIC  had  referred  219  Negroes 
to  the  construction  trades,  but  Borne  of  these  had  dropped 
out  and  others  were  waiting  to  be  placed  on  August  1,  1966* 

The  experience  of  other  AICTs  in  placing  Negroes 
we‘.hav$  presented  in  the  chapters  dealing  with  the  specific 
cities.  The  placement  experience  of  the  nine  active  AlC's 
in  June,  1965,  i 3 shown  in  Table  13-1. 

By  the  time  of  our  survey,  the  AIC3  in  most  of 
our  other  study  cities  had  been  relatively  less  successful 
in  placing  apprentices,  white  or  nonwhite,  and  some  of 
them  appeared  to  be  making  little  effort  to  publicize  ap- 
prentice programs.  In  Oakland,  the  director  of  the  AIC 
(which  was  not  supported  by  the  federal  government)  had 
been  given  the  direction  of  the  center  without  guidelines 
on  how  to  operate  it.  During  its  first  six  months,  the 
Oakland  AIC  had  357  applicants,  167  of  whom  were  Negroes; 
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TABLE  13-1 

PLACEMENT  EXPERIENCE  OF  APPRENTICESHIP  INFORMATION  CENTERS 

1964  - 1965 $ 


Center 


Cumulative  Cumulative 

1964  1965  Total 


Baltimore  (from  April  1964) 

Appeared 

Referred 

Placed 

Boston  (from  February  1964) 

Appeared 

Referred 

Placed 

Bridgeport  (from  January  1965) 
Appeared 
Referred 
Placed 

Chicago  (from  April  1964) 

Appeared- 

Referred 

Placed 

Cincinnati  (from  April  .1964) 

Appeared 

Referred 

Placed 

Cleveland  (from  December  1964) 
Appeared 
Referred 
Placed 

Detroit  (from  July  1964) 

Appeared 

Referred 

Placed 

Newark  (from  January  1965) 

Appeared 

Referred 

Placed 

Washington,  D,C.  (from  February  1964) 
Appeared 
Referred 
Placed 


279 

303 

97 


1,289 

213 

7 


2,118 

455 

232 


795 

141 

16 


54 

9 

0 


569 

95 

8 


63 

59 

24 


1,181 

374 

106 


321 

396 

80 


351 

152 

5 


176 

165 

67 


2,160 

875 

349 


320 

85 

29 


286 

90 

19 


573 

341 

74 


127 

205 

50 


786 

199 

49 


600 

699 

177 


1,640 

365 

12 


176 

165 

67 


4,278 

1,330 

581 


1,115 

226 

45 


340 

99 

19 


1,106 

436 

82 


200 

264 

74 


1,967 

573 

153 


t 


{\:J 


i 


I | 


I 1 
i i 


o 


SOURCE:  Bureau  of  Employment  Security* 
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it  referred  75  applicants  to  apprentice  programs,  30  of 
whom  were  Negroes.  However,  over  half  of  the  Negroes  were 
referred  as  a result  of  special  recruitment  launched  to 
satisfy  a request  for  Boilermakers.  Of  those  referred, 
only  10,  four  of  whom  were  Negroes,  were  accepted  hy  the 
JAC3..  Three  of  the  Negroes  were  accepted  hy  the  Boiler- 
makers and  a fourth  hy  the  Automobile  Painters. 

An  investigation  of  the  San  Francisco  AIC  in 
July,  1965}  hy  the  California  employment  service,  showed 
that  in  the  2.5  years  the  AIC  had  heen  in  operation,  "a 
total  of  six  youths  have  entered  apprenticeships  to  the 
hest  of  our  knowledge."  In  the  year  ending  July,  1965, 

200  to  240  youths  were  introduced  to  JACSfr  But,  except 
for  the  six  known  caBes,  it  was  not  possible  to  verify 
another  placement.  The  racial  composition  of  the  six 
placements  is  not  known,  hut  of  190  other  referrals,  40 
(or  41  percent)  were  Negroes.  Of  323  referrals  hy  all 
AICS  in  California  made  before  "early  1965,"  21  (or 
6.5  percent)  were  Negroes;  four  of  these  21  Negroes  were 
known  to  have  been  hired.  The  investigation  of  the  San 
Francisco  AIC  concluded  that;  "It  appears  that  the  Center 
is  serving  youths  from  the  minority  groups  at  least  pro- 
portionately [to  their  distribution  in  the  population], 

* \ 

and  that  exposure  to  the  JAC's  of  youths  from  the  minority 


community  is  occurring  provided  the  youth  is  given  the 
introduction  and  ever  succeeds  in  seeing  the  JACs,  a point 
about  which  we  know  nothing," 

A sample  of  about  80  percent  of  those  introduced 
to  JACs  in  one  year  by  the  San  Francisco  Ale  was  as  follows..: 


— £ OCCUPATION  TO  WHICH  INTRODUCED 


Carpenters 
Plumb e rs 

Millman,  Cabinetmakers 
Structural  Steel 
Ironworker 

Painters  and  Decorators 
Bricklayers 
Ornamental  Ironworker 
Lathers 
Pla  ste  rers 
Tilesetter 
Electricians 
Sheet  Metal 
Machinist 
Tool  and  Die 
Typographical 
Compositors 
Air  Conditioning  and 
Refrigeration 
Welding 

Auto  Mechanics 
Body  and  Fender 
Meat  Cutters , Butchers 
Surveyor 

S.F«  Naval  Shipyeard 
Metal  Polishers 
Metal  Platers 
Stationary  Engineers 
Operating  Engineers 
Aircraft  Maintenance 
Not  stated  on  card 


Total  Negro 


34  5 

10  3 

6 1 

1 0 

1 0 

5 1 

1 0 

1 1 

1 0 

1 1 

2 0 

23  3 

13  1 

32  Q 

1 0 

5 1 

7 4 


1 

1 

28 

5 

7 

1 

3 

2 

x 

2 

5 

1 

2 


1 

1 

9 

0 

1 

0 

2 

0 

0 

1 

0 

0 

0 
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This  listing  shows  13  cases  in  which  a youth  was  referred 
to  more  than  one  JAC  or  source  for  possible  apprenticeship. 

The  main  reasons  for  the  meager  results  of  the 
California  AIC 6 were  similar  to  those  of  many  of  the 
federally  supported  centers,  namely,  the  refusal  of  ap- 
prenticeship sponsors  to  give  the  center  adequate  notice 
of  openings,  so  that  actual  referrals  could  be  made,  and 
the  AlC's  inability  to  verify  the  results  of  their  re- 
ferrals. A California  employment  service  representative 
concluded  that  he  had  a feeling  that  the  San  Francisco 
AIC  "may  actually  be  serving  to  help  preserve  the  status 
quo,  rather  than  helping  to  integrate  apprenticeships. 
Because  the  Center  exists  ...  it  can  be  said  that  'we're 
doing  our  part.*  But  six  apprentices  after  two  and  one- 
half  years? " A similar  sentiment  was  expressed  by  a San 
Francisco  building  trades  union  official  interviewed  for 
this  study,  who  told  us:  "The  AIC  is  a failure.  It  Is 

in  the  wrong  location — -the  employment  office,  which  al- 
ready has  a bad  image  in  the  Uegro  community." 

As  we  have  noted  in  greater  detail  in  our  studies 
of  those  cities,  the  federally  supported  Cleveland  and 
Cincinnati  AIC 6 had  been  no  more  successful  than  those 


in  San  Francisco  and  Oakland.  The  director  of  the 
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Cincinnati  Urban  League  reported  that  the  AIC  there  "has 
been  a very  regretful  experience.  It  has  not  fulfilled 
any  great  need  here  in  Cincinnati.  There  is  a desperate 
need  for  good  leadership." 

According  to  the  executive  director  of  the 
Citizen's  Committee  on  Youth  of  the  Cincinnati  Municipal 
Youth  Commission: 

The  AIC  is  very  uncooperative  and  inefficient. 

The  AIC  needs  to  be  removed  from  the  Employment  Ser- 
vice System.  It  should  be  placed  under  another 
agency-  . . . For  one  thing  the  AIC  does  not  do 
follow-up  studies,  this  is  one  fault  we  would  cor- 
rect immediately. 

t 

The  director  of  Job  Development  of  the  Pittsburgh 
Urban  League  told  us  "an  AIC  is  not  the  answer  to  the  ap- 
prenticeship problem  because  it  only  goes  through  the 
motions . " 

An  official  of  the  Ohio  State  Employment  Service 
told  us:  "We  have  not  been  able  to  place  many  Negro  boys. 

We  have  tested  several,  and  we  have  referred  several  to 
the  different  unions,  but  the  unions  have  not  accepted 
them.  Many  of  the  guys  we  sent  out  never  show  up  for  the 
exam.  They  simply  lose  interest.  We  do  not  make  any. ef- 
fort to  evaluate  the  result  of  our  placement  efforts." 
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James  Abernathy,  Director  of  Labor  and  Industry 
for  the  Cincinnati  NAACP,  told  us:  "With  respect  to  the 

AIC , it  seems  that  it  has  gone  out  of  its  way  to  go  into 
neighborhoods  where  there  is  little  likelihood  of  getting 
any  applicants.  It  has  tended  to  shy  away  from  the  Negro 
of  the  lower  income  bracket  area." 

In  Cleveland,  the  AIC  has  been  relatively  inef- 
fective and  does  not  have  the  respect  of  the  Negro  commu- 
nity or  civil  rights  agencies.  An  inspecting  team  in 
November,  1965,  found  that  the  Cleveland  AIC  had  placed 
three  Negro  apprentices  since  December,  1964:  two  auto 

mechanics  and  one  tool  and  die  maker.  A member  of  the 
Cleveland  AIC  Advisory  Committee  told  us  that  the  idea 
for  the  center  had  originated  with  community  organizations 
but  that  a local  official  of  the  BAT  had  control?. ed  the 
selection  of  the  center's  director — only  one  candidate  was 
proposed  for  the  job  and  he  was  present  in  the  meeting 
when  he  was  nominated. 

Conclusions  on  the  AIC 

Some  of  the  AIC s have  not  lived  up  to  the  ex- 
pectations for  them.  A major  obstacle  has  been  opposition 
from  the  building  trades  unions  and  at  least  some  BAT 
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officials.  Unimaginative  personnel  also  seem  to  have  been 
put  in  charge  of  some  of  the  centers.  These  facts  are  not 
unrelated,  of  course,  because  it  is  often  possible  to  frus- 
trate a program  one  opposes  by  seeing  that  it  is  incompe- 
tently or  inadequately  staffed.  But  the  main  reason  for 
the  centers  ' ineffectiveness  is  that  they  can  do  \ery  little 
fco  get  applicants  into  apprentice  programs  un le s s they  have 
adequate  information  about  openings,  which  information  r* an 
be  supplied  only  by  the  JAC s . The  JAC's  cooperation  also 
is  needed  to  make  it  possible  for  the  Ales  to  check  the 
results  of  their  referrals,  and  to  make  actual  referrals 
to  apprenticeship  openings.  Even  with  the  cooperation  of 
the  joint  apprenticeship  committees,  there  will  not  be 
many  qualified  Negroes^  but  it  should  be  a function  of  the 
AIC’s  to  locate  them  and  to  keep  the  Negro  community  in- 
formed on  apprenticeship  opportunities. 

We  conclude,  therefore,  that  the  AlCs  have  suc- 
ceeded in  getting  a few  Negroes  into  apprenticeship  pro- 
grams, but  that  the  results  have  been  disappointing  not 
because  of  any  defect  in  the  conception  of  the  AIC,  but 
primarily  because  of  a lack  of  cooperation  from  the  appren- 
ticeship establishments  and  state  employment  services  and 
the  lack  of  imagination  by  some  of  the  centers'  directors. 
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The  experience  of  the  relatively  successful  AIC’s  suggest 
that  the  centers  can  he  made  effective  under  the  proper 
circumstances.  Efforts  should  therefore  be  made  to  bring 
the  ineffective  centers  up  to  the  standards  of  those  in 
Washington,  Newark,  Baltimore,  and  Chicago. 

Preapprenticeship  Programs 

Depending  upon  with  whom  one  speaks,  the  word 
preapprenticeship  ” invokes  a varied  reaction  ranging  from 
ringing  endorsement  to  thundering  epithet.  One  union  in- 
terviewee claimed,  approvingly,  that  it  is  "an  answer  to 
a major  social  problem”;  another  official  of  the  AFL-CIO 
warned  us  to  avoid  any  reference  to  the  terra  in  our 
interviews . 

The  main  objective  of  preapprenticeship  programs 
is  to  equip  disadvantaged  youths  with  the  knowledge  and 
experience  of  a trade  necessary  to  compete  for  apprentice- 
ship openings  on  a more  equitable  basis.  In  most  instances, 
the  enrollees  in  these  programs  are  unemployed  and  lack 
high  school  diplomas  required  for  most  apprenticeships  and 
in  others  they  have  graduated  from  substandard  schools  and 
cannot  compete  in  written  examinations  with  tb  )se  from 
more  fortunate  backgrounds.  Where  the  programs  have  been 
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successful,  however,  the  applicants  have  been  carefully 
screened  to  select  those  with  the  aptitude  and  desire  to 
learn.  Since  the  Negro  school  dropout  rate  and  the  Negro 
unemployment  rate  both  far  exceed  those  of  whites,  the 
majority  of  the  preapprentice  enroilees  have  been  Negro. 


From  an  economic  viewpoint,  preapprentice  programs  serve 
to  increase  the  productive  capacity  and  enhance  the  em- 
ployability of  the  participants. 


The  goals  and  obstacles  of  preapprenticeship  can 
be  seen  by  reviewing  the  experiences  of  the  National  Insti- 
tute of  Labour  Education  (NILE)  with  such  projects.  NILE, 
in  conjunction  with  its  Youth  Employment  Program  (YEP), 
contracted  with  the  Office  of  Manpower,  Automation,  and 
Training  (OMAT)  "to  establish  pre-apprenticeship,  institu- 
tional and  on  the  job  training  programs  for  unemployed 
youths  formerly  unable  to  qualify."11  The  NILE  program 
was  known  as  Training  for  Apprenticeship  ( TFA) . To  over- 
come so*,  e early  criticisms  of  preapprentice  programs,  that 
they  are  apt  to  fragmentize  a trade,  the  TFA  programs  were 
tied  directly  to  an  ongoing  apprenticeship  program. 


*1  *1  ^ 

+ - ,'Fin®l  Report  to  the  Secretary  of  Labour,  United 

Inetit,,?»  Labor  °n  0MAT  Pro-5ect  P-3-63"  National 

institute  of  Labour  Education,  July,  1963,  p.  3. 
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Accordingly,  the  gra daa te s--a s was  the  caBe  in  Washington's 
carpentry  and  bricklaying  programs--were  assured  of  job 
opportunities  as  apprentices  when  they  completed  the  pro- 
gram . 

The  NILE  program  was  supported  initially  by  Neil 
Haggerty  of  the  AFL-CIO  Building  and  Construction  Trades 
Department  and,  in  fact,  received  a $10,000  contribution 
from  the  AFL-CIO.  But  shortly  after  the  Construction  In- 
dustry Joint  Conference  gave  its  approval  to  TFA  as  a model 
project  for  providing  training  opportunities  for  a large 
number  of  school  dropouts,  several  building  trades  unions 
j became  very  critical  of  the  program.  One  union  charged 

that  the  project  was  "injurious  to  the  apprenticeship  sys- 
tem. "12  Like  the  spread  of  a contagious  disease,  it  be- 
came increasingly  difficult  for  the  NILE  programs  to  gain 
acceptance.  Local  BAT  officials  also  joined  in  the  oppo- 
sition. NILE  attributes  organized  labor's  veto  of  its 
efforts  to:  (1)  a lack  of  endorsement  by  any  official 

body  of  the  labor  movement;  (2)  a growing  distrust  by 
organized  labor  of  all  MDTA  programs;  (3)  a sensitivity 
, by  organized  labor  about  any  outside  intrusion  into  the 

12 


4 


Ibid . , p . 66  . 
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apprenticeship  area;  (4)  a fear  that  the  admission  of 
school  dropoutB  would  lower  the  prestige  of  their  trades; 
and  (5)  prejudice  by  some  union  (and  employer)  officials 
that  "school  dropouts  were  no-good,  ignorant  and  delinquent 
youngsters  who  had  only  themselves  to  blame  for  their  lot, 
and  who  lacked  the  will  and  ability  to  learn  a trade."13 
NILE  concluded  that  the  "small  employer  views  apprentice— 
training  as  a method  of  training  journeymen  craftsmen 
whereas  the  big  employer  uses  apprenticeships  for  training 
foremen  and  supervisors."14  Since  the  large  employers 
apparently  could  not  visualize  a disadvantaged  youth  be- 
coming a foreman,  only  the  small  employers  were  interested 
in  the  program.  In  addition,  there  was  opposition  from 
Borne  BAT  officials,  who  felt  the  program  was  an  intrusion 
into  their  exclusive  domain,  and  local  vocational  educa- 
tion officials,  who  were  tied  to  established  procedures 
and  resented  any  attempted  alterations.  In  any  event, 
after  about  18  months,  the  project — receiving  little  sup- 
port from  the  apprenticeship  establishment — was  abandoned 
in  June,  1965. 


13Ibid.,  pp.  65-68. 
14 Ibid . , p.  69. 


It  is  somewhat  ironic,  that  within  a month  after 

the  abandonment  of  the  NILE  project  due  to  union  opposi- 

* 

tion,  the  Secretary-Tre'asurer  of  the  AFL-CIO,  William  F. 
Schnitzler  spoke  in  the  most  laudatory  terms  of  such  pro- 
grams, and  said  that  "it  is  not  enough  to  lean  hack  and 
wait  for  the  fully  prepared,  totally  qualified  Negroes  to 
appear,”15  but  that  employers,  unions,  and  government 
needed  to  work  together  on  preapprenticeship  training  pro- 
grams that  are  designed  to  overcome  the  handicaps  of  inade- 
quate educational  opportunities.  Schnitzler  sharply  cr'ti- 

I 

cized  those--especially  BAT  of f icials--who  "quietly  sup- 
ported" a sit  back  and  do  nothing  policy  of  not  encouraging 
Negroes  to  seek  opportunities  to  enter  apprenticeship  pro- 
grams. Equal  opportunity  in  apprentice  training  must  be 
"a  living  fact"  and  "not  paper  compliance,"  according  to 
Schnitzler,  and  preapprentice  training,  in  his  estimation, 
was  a way  to  make  this  a reality.  Perhaps  Schnitzlerfs 
comments  reflect  a moderation  of  union  opposition  based 
on  better  understanding  of  the  nature  of  preapprentice 
programs . 


15 "Schnitzler  Presses  Pre-Training  Aid,"  AFL-CIO 
News , July  31,  1965,  p.  2. 
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Based  upon  NILE’S  experiences  and  upon  those  of 
the  Detroit  machinist  program,  it  would  seem  that  preap- 
prenticeship has  been  prejudged  as  guilty  of  a host  of 
evils  with  little  opportunity  given  to  prove  or  disprove 
its  innocence.  While  certain  trades  may  have  subtle  rea- 
sons for  refusing  to  cooperate  or  to  support  such  programs, 
there  is  little  logic  to  the  blanket  condemnation  of  pre- 
apprenticeship per  se. 

Even  the  most  unsuccessful  of  these  programs 

the  TFA  carpenters  program  in  Washington— was  able  to  place 
22  formerly  unemployed  youths,  of  whom  20  were  Negroes. 

It  is  our  conclusion  that  preapprentice  programs  designed 
to  compensate  disadvantaged  youngsters  for  their  defi- 
ciencies are  effective  means  of  both  providing  opportuni- 
ties to  these  youngsters  and  supplying  qualified  applicants 
to  apprentice  programs. 


t[  is) 


Manpower  Development  and 
Training  Act  ( MDTA ) 


As  Table  13-2  shows,  there  were  very  few  build- 
ing trades  trainees  in  MDTA  institutional  programs  in  our 
study  cities.  Although  there  were  only  374  whites  and  182 
nonwhites  (r.bout  33  percent)  enrolled  in  these  programs. 
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TABLE  13-2 

APPROVED  MDTA  (INSTITUTIONAL)  PROJECTS  IN  BUILDING  TRADES 

IN  SELECTED  CITIES 
July,  1966 


Trade 

City 


Plumbers 

New  York 
New  York 


Sheet  Metal 

New  York 
Philadelphia 
Philadelphia  (Area) 
Washington, D.C . (Area) 


Bricklayers 

Detroit 

Detroit 

Detroit 

Detroit 

Washington,  D.C . 
Washington, D .C . 
Washington, D.C. 


Area 

Area 

Area 


Carpenter 

San  Franc is co-Oakland 
San  Francis co-Oakland 
San  Franc is co-Oakland 


Ironworker-Shop 

Pittsburgh 

Pittsburgh 


Metal  Trades  Apprentice 

San  Francisco-Oakland 

Painter 

San  Francisco-Oakland 
San  Francisco-Oakland 


Total 


Weeks 

Traineed 

Provided  Enroiled 
x or 

White 

> 

Nonwhite 

15 

48* 

NA 

28 

33 

29 

4 

33 

29 

4 

23 

60* 

NA 

48 

24 

37 

15 

22 

26 

30* 

NA 

13 

60* 

NA 

15 

18 

50 

16 

16 

0 

15 

50 

40 

40 

0 

15 

50* 

NA 

21 

96 

125 

117 

8 

12 

60 

57 

1 

56 

12 

60* 

NA 

12 

120* 

NA 

174 

64 

105* 

NA 

2 

70 

57 

13 

6 

180* 

NA 

57 

13 

38 

36 

29 

7 

38 

28 

18 

10 

47 

17 

13 

46 

15 

31 

13 

40* 

24 

16 

13 

28 

13 

15 

31 

37^ 

182 

4 


*Number  provided  in  contract,  known  totals,  actual  enrollment  unknown. 
NA--Not  Available. 

SOURCE:  U.S.  Department  of  Labor,  Bureau  of  Employment  Security. 
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it  vjill  be  noted  that  a number  of  others  had  been  estab- 
lished which  either  were  not  operational  or  about  which 
there  was  no  information  in  the  Washington  office  of  the 
Bureau  of  Employment  Security.  Of  the  nonwhite  enrollees, 
56  were  in  a virtually  all  nonwhite  bricklayers  program 
in  Washington,  an  additional  62  were  in  a metal  tradeB 
apprentice  and  painters  program  in  San  Francisco-Oakland . 
Although  there  are  not  many  nonwhites  being  trained  under 
these  programs,  the  proportion  of  nonwhites  being  trained 
in  the  construction  trades  obviously  was  higher  than  the 
proportion  of  Negroes  in  the  skilled  trades,  and  was  higher 
than  the  rate  of  placement  of  MDTA  trainees  in  all  skilled 
trades  during  1965. 


The  Chicago  Plan 


A number  of  programs  have  been  proposed  in  vari- 
ous cities  to  get  minority  youths  into  apprentice  programs 
Sometimes  the  programs  are  conducted  by  private  organiza- 
tions with  financial  assistance  from  a variety  of  sources, 
including  grants  from  the  federal  government.  One  or  the 
most  effective  of  these  operations  to  date  has  been  the 
Workers  * Defense  League  in  New  York,  examined  in  detail 
when  we  looked  at  developments  in  that  city.  Other 
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operations  organized  along  somewhat  different  lines  were 
the  Vocational  Foundation  in  Cincinnati  and  the  Cleveland 
Manpower  Advancement  Program.  The  basic  idea  behind  these 
plans  is  that  concerted  recruiting,  tutoring,  counseling, 
and  study  is  necessary  to  get  Negroes  and  other  youngsters 
into  apprentice  programs. 

Since  Chicago  was  not  one  of  our  study  cities, 
we  might  mention  the  "massive  program"  adopted  in  that 
city  in  December,  1965,  to  provide  apprenticeship  job  op- 
portunities in  the  building  and  construction  industry  for 
minority  youth. 

The  Chicago  program  is  a joint  venture  by  the 
building  and  constructi  xi  trades  unions  and  employers,  the 
Chicago  Board  of  Education,  the  Illinois  State  Employment 
Service,  the  Manpower  Administration  of  the  U.S.  Depart- 
ment of  Labor,  the  Chicago  Urban  League  and  the  NAACP  and 
similar  groups. 

The  Chicago  program  encompassed  several  main 
activities:  (1)  active  recruitment  of  minority  candidates 

by  unions  and  employers  visiting  schools,  addressing  com- 
munity meetings  and  conferring  with  interested  groups; 

(2)  surveys  by  the  public  schools  to  locate  potential  ap- 
plicants "who  have  graduated  from  vocational  schools"; 
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(3)  processing  and  referral  to  .Joint  apprenticeship  com- 
mittees by  the  State  Employment  Office,  through  the  Chicago 
Apprenticeship  Information  Center^  (4)  the  Manpower  Admin- 
istration coordinates  and  provides  technical  personnel  and 
services  to  interested  groups#  Additional  assistance  is 
provided  through  courses  sponsored  by  the  Chicago  Board 
of  Education  for  those  found  to  lack  the  necessary  quali- 
fications to  enter  regular  apprentice  programs.  Potential 
applicants  are  given  information  on  such  questions  as  apti- 
tude testing,  how  to  make  application  and  be  interviewed, 
and  what  the  trade  is  all  about. 

The  Chicago  Plan  also  provides  that  a "broad 
and  intensive  drive  to  expand  job  openings  for  the  employ- 
ment of  apprentices  will  be  implemented." 

Although  the  Chicago  Plan  is  still  in  its  infancy 
and  no  conclusive  evaluation  can  be  made,  several  observa- 
tions are  possible.  In  the  first  place  the  Chicago  pro- 
gram supports  the  conclusion  that  a major  obstacle  is 
locating  qualified  applicants.  Between  December  1,  1965, 
and  August  1,  1966,  47  Negroes  are  known  to  have  entered 
various  apprenticeship  programs  as  a result  of  these  ac- 
tivities, but  others  were  in  various  stages  of  entry.  All 
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of  the  construction  trades  in  Chicago  had  admitted  Negro 


small  and  declining 


apprentices  by  August. 1,  except  the 
terazzo  workers.  Between  December  1,  1965,  and  August  1, 
1966,  the  Chicago  Apprenticeship  Information  Center  had 
made  the  following  referrals  to  construction  programs  in 
that  city: 


1*  In  the  Electrical  Workers,  47  Negroes  had 
been  referred  and  the  program  had  23  Negroes  among 
its  over  700  apprentices.  Eleven  Negroes  had  been 
placed  and  the  others  were  in  va rious  stages  of  being 
processed.  A total  of  22  Negroes  had  received  ap- 
pointments, one  of  the  others  had  gone  into  the  mili- 
tary, and  the  others  had  either  failed  the  test  or 
failed  to  follow  through  with  the  opportunity  to  enter 
the  electrical  apprentice  program. 

2.  The  Structural  Iron  Workers  had  received  18 
referrals  from  the  AIC . This  program  had  73  appren- 
tices and  indentured  its  first  Negro  in  it3  history 
on  July  28,  1966. 

3.  The  Plumbers  had  received  17  AIC  referrals 
and  had  15  Negroes  among  their  200-250  apprentices. 

It  is  not  known  how  many  of  these  15  got  in  as  a 
result  of  the  Chicago  Program. 

4.  The  Sheet  Metal  Workers  had  accepted  12 
referrals  from  the  AIC  and  had  admitted  three  of 
these;  this  program  had  220  apprentices. 

5.  The  Pipefitters  had  accepted  13  Negro  refer- 
rals and  had  indentured  two  of  these;  this  program 
had  about  300  apprentices  in  it. 

6.  The  Bricklayers  had  19  referrals  from  the 
AIC  and  had  indentured  two  of  these;  these  were  the 
only  Negroes  among  the  72  apprentices  in  the  Brick- 
layers program. 

.7.  The  Glaziers  had  only  one  apprentice  and  he 
was  a Negro  accepted  as  a result  of  the  Chicago 
Program . 


8»  The  Cement  Masons  had  received  eight  AIC 
referrals  and  had  ten  Negro  apprentices  in  a total 
of  72.  It  Is  not  known  how  many  of  these  ten  came 
in  after  December  1. 


9.  The  Architectural  Iron  Workers  had  received 
six  Negro  AIC  referrals  and  had  indentured  one  of 
these;  there  were  39  apprentices  in  this  program. 


10.  The  Ornamental  Iron  Workers  had  received 
one  Negro  referral  from  the  AIC  but  had  nine  Negroes 
among  18  apprentices.  • 


11.  The  Sprinkler  Fitters  had  indentured  the 
one  Negro  referred  to  them  and  he  was  the  only  Negro 
among  40  apprentices. 


12.  The  Roofers  had  14  AIC  referrals  and  had 
eight  Negroes  among  160  apprentices.  The  roofers 
had  accepted  11  of  the  14  referrals  but  all  of  them 
had  not  entered  the  apprentice  program  by  August  1, 
1966.  9 


13.  The  Painters  and  Decorators  had  18  refer- 
rals and  21  Negroes  of  178  apprentices.  Although  it 
is  not  known  how  many  of  these  21  came  in  after  Decem- 
ber 1,  this  program  has  had  Negro  apprentices  in  it 
for  years. 

14.  The  Metal  Lathers  had  18  referrals  and  in- 
dentured one  of  these;  he  is  the  only  Negro  among  25 
apprentices. 

15.  The  Plasterers  who  are  a declining  trade  in 
Chicago,  accepted  three  Negro  apprentices  after  Decem- 
ber 1,  but  they  dropped  out. 


One  * 3 evaluation  of  the  Chicago  Program  will 
undoubtedly  depend  upon  his  perspective.  Many  NegroeB 
naturally  will  minimize  the  results  because  the  absolute 
numbers  involved  are  not  impressive.  Some  of  the  more 


militant  civil  rights  groups  were  critical  of  the  program 
during  its  early  stages,  even  though  they  were  intention- 
ally involved  in  the  program  in  hopes,  which  failed  to 
materialize,  that  they  would  aid  in  the  difficult  recruit- 
ing work  and  would  help  maintain  communications  on  this 
problem  with  the  Negro  community. 

i 

The  most  difficult  part  of  the  program  has  been 
the  location  of  qualified  applicants.  It  has  sometimes 
been  difficult  to  retain  those  candidates  once  they  have 
been  recruited  and  screened.  The  reasons  for  failing  to 
take  advantage  of  apprenticeship  opportunity  cover  the 
same  range  we  have  found  in  our  survey  cities  (see  Appen- 
dix). 

Most  observers  would  agree  that,  whatever  its 
limitations,  the  Chicago  Program  has  been  a qualified 
success  in  many  ways.  The  achievement  of  a breakthrough 
in  some  of  these  programs  is  no  small  undertaking.  These 
changes  have  had  positive  influence  on  BAT  field  represen- 
tatives, who  were  deeply  involved  in  the  program  and  who 
had  the  confidence  of  the  apprenticeship  sponsors.  More- 
over, the  program’s  sponsors  feel  that  there  have  been 
important  attitudinal  changes  by  the  apprenticeship  estab- 
lishment in  Chicago  and  that  long-range  educational 
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foundations  have  been  laid  which  could  produce  a small 
’iut  steady  stream  of  Negro  apprentices. 

In  spite  of  these  optimistic  beginnings,  how- 
ever, the  long-term  student  of  race  relations  in  the  build- 
ing trades  has  seen  the  failure  of  too  many  hopeful  begin- 
nings to  be  more  than  optimistically  skeptical  about  the 
chances  for  steady  progress  in  these  areas. 

Voluntary  Programs  of  Compliance 

In  an  effort  to  establish  machinery  to  solve 

their  problems  on  a “voluntary  “ basis , the  AFL-CIO  has 

< 

had  an  active  civil  rights'  department  from  its  inception 
and  a number  of  international  unions  and  state  and  local 
central  bodies  have  established  such  committees.  Simi- 
larly, a number  of  companies  and  unions  have  adopted  vol- 
untary plans  to  deal  with  discrimination.  Over  300  large 
companies  signed  so-called  “plans  for  progress"  contracts 
with  the  PCEEO  in  1962  under  which  they  agreed  to  take 
affirmative  action  to  eliminate  discrimination,  and  most 
international  unions  signed  a joint  union  fair  practices 
program  the  same  year.  Although  the  president  of  the  In- 
ternational Brotherhood  of  Electrical  Workers  (IBEW)  re- 
fused to  endorse  this  statement,  on  the  grounds  that  the 
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program  was  not  truly  joint  because  it  was  not  jointly 
formulated  and  did  not  "provide  for  correlated  and  con- 
structive undertakings  by  each  party,"16  he  did  join  with 
other  affiliates  of  the  AFL-CIO  Building  and  Construction 
Trades  Department  in  June,  1963,  in  formulating  a plan 
for  nondiscriminatory  employment  in  the  construction  in- 
dustry. Under  this  plan,  which  was  later  adopted  by  the 
management  representatives  of  the  Construction  Industry 
Joint  Conference  (CIJC),  the  parties  agreed  to: 


1.  Accept  all  qualified  members  regardless  of 
race,  creed,  color  or  national  origin. 

2.  Permit  no  discrimination  or  racial  identi- 
fication in  referral  systems. 


3.  With  regard  to  the  application,  or  employ- 
ment of,  apprentices,  local  unions  shall  accept,  and 
refer,  such  applicants  in  accordance  with  their  quali- 
fications and  there  shall  be  no  discrimination  as  to 
race,  creed,  color  or  national  origin,  and  the  local 
unions  shall  adhere  strictly  to  their  apprenticeship 
standards  * 


The  CIJC  also  adopted  a model  program  to  prevent 
discrimination  in  the  selection  and  training  of  apprentices. 
The  CIJC»s  program  was  adopted  in  1963  in  the  hopes  of 


16Letter  from  Gordon  Freeman  to  all  inside  and 
outside  IBEW  locals  in  the  USA,  July  17,  1964. 
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forestalling  tougher  antidiscrimination  clauses  in  their 
apprenticeship  contracts  and  to  do  the  following: 


1.  Make  applications  available 
Interested. 


to  all  who  are 


2.  Notify  school 
are  being  accepted. 


systems  of  when  applications 


3.  Keep  detailed  records. 


4.  Adopt  objective 
scribed  procedures  in  the 
selection  of  apprentices. 


standards  and  follow  pre- 
interviewing, scoring  and 


5.  Abandon  waiting  lists  unless  objective  star 
to  yeSar?re  US6d  “d  d°  DOt  Carr*  liEtB  ^ 


6.  Provide  an  appeals 
union,  employer  and  public 
would  be  final  and  binding 
ship  committees. 


procedure  made  up  of 
members  whose  decision 
on  the  joint  apprentice- 


The  CIJC  also  established  a Joint  Committee  in 
July,  1963,  to  implement  this  program  and  to  consult  with 
various  government  officials  and  to  meet  informally  with 
the  Secretary  of  Labor.  In  outlining  its  policies,  the 
CIJC  declared:  "This  committee  believes  that  cooperation 

with  the  responsible  national  officers  of  labor  and  man- 
agement will  achieve  substantial  results  if  utilized  in 
advance  of  resort  to  sanctions  contained  in  the  appren- 
ticeship regulations  and  standards  for  contractor  compli- 
ance. The  industry  recognizes  the  government's  interest 
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and  its  duty  to  correct  economic  injustice  and  pledges  its 
good  faith  to  work  toward  that  goal." 

After  the  passage  of  the  Civil  Rights  Act  of 
1964,  the  CIJC  worked  closely  with  the  Equal  Employment 
Opportunity  Commission,  established  to  administer  that  Act, 
in  handling  nondiscrimination  procedures  in  the  construc- 
tion industry. 

Although  these  private  procedures  can  hardly  be 
called  "voluntary"  because  they  were  adopted  to  forestall 
tougher  regulations,  they  have  certain  advantages  in  over- 
coming racial  discrimination  because  they  are  more  flexible 
than  legal  procedures,  which  must  observe  due  process  of 
law,  and  they  can  take  action  which  goes  beyond  legal 
requirements . 

The  Urban  League-AFL-CIO  Agreement 

In  February,  1966,  an  AFL-CIO  agreement  with  the 
National  Urban  League  provided,  among  other  things,  for  a 
preapprenticeship  training  program  for  Negro  youths.  The 
AFL-CIO  pledged  $10,000  a year  for  three  years  to  support 
the  Urban  League’s  program.  The  League  announced  that  it 
would  ".  . . guide  Negro  youth  towards  preparation  for  job 
opportunities  in  organized  skill  trades,  assist  in  the 
placement  of  qualified  individuals  in  suitable  job  categories." 
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CHAPTER  XIV 
RECOMMENDATIONS 


Assumptions 


The  following  recommendations  are  based  on  a 
number  of  assumptions  which  we  did  not  examine  in  detail. 
The  first  of  these  is  that  the  fewness  of  Negro  apprentices 
is  due  to  a complex  constellation  of  factors  which  are 
deeply  embedded  in  the  total  American  society.  Successful 
programs  to  increase  the  number  of  apprentices  therefore 
will  require  the  cooperat ion--and  sometimes  the  conflict-- 
of  a variety  of  governmental  and  private  agencies. 

Although  there  are  many  improvements  that  could 
be  made  in  the  nation'  s present  apprenticeship  programs, 
we  assume  the  basic  apprenticeship  concept  to  be  a good 
one.  The.*  combination  of  practical  and  theoretical  training 
is,  we  are  convinced,  a good  .way  to  acquire  skills. 

While  it  is  undoubtedly  true  that  many  apprentice- 
ship programs  are  too  flexible,  have  unrealistic  entry 
standards,  and  require  unnecessarily  lengthy  training 
periods,  the  better  programs  probably  turn  out  skilled 
craftsmen  who  have  higher  incomes  and  more  stable 
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employment  because  they  are  better  able  to  adjust  to  dif- 
ferent work  situations  and  to  technological  change.  Al- 
though this  question  needs  to  be  studied  in  greater  de- 
apprenticeship  training  probably  is  a relatively 
low-cost  method  of  acquiring  ski3.1s  and  probably  yields 
high  returns  to  individual  craftsmen,  unions,  employers, 
and  the  nation.  To  the  extent  that  the  apprentice-trained 
craftsman  is  more  productive,  he  helps  reduce  labor  costs 
and  increases  the  nation’s  economic  welfare. 

We  also  feel  that  the  control  of  apprenticeship 
training,  including  the  implementation  of  nondiscrimina- 
tion policies,  should  remain  primarily  with  the  industry 
through  tiie  joint  apprenticeship  committees  or  through 
individual  employers  where  no  union  exists.  Industry  rep- 
resentatives are  in  better  positions  than  outsiders  to 
devise  training  programs  suited  to  their  particular  needs. 
Industry  representatives  also  are  likely  to  be  highly  moti 
vated  to  devise  and  conduct  realistic  and  effective  train- 

v 

ing  programs. 

This  is  not  to  argue,  of  course,  that  government 
does  not  have  an  important  role  to  play  in  apprentice  pro- 
grams. Government  .should  undertake  general  measures  to 
facilitate  human  resource  development  and  should  give 
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specific  aid  to  assist  apprenticeship  sponsors  in  perform- 
ing certain  functions  that  they  cannot  adequately  under- 
take themselves.  Although  this  question  needs  to  be 
examined  with  greater  care,  if  research  demonstrates  ap- 
prentice training  to  be  an  efficient  and  desirable  system, 
the  federal  government  should  create  an  overall  environment 
and  adopt  policies  that  will  lead  to  the  expansion  and  im- 
provement of  apprentice  programs. 

Whatever  one'  s judgment  about  the  desirability 
of  expanding  apprenticeships,  there  is  no  question  what- 
ever that  the  elimination  of  discrimination  is  a valuable 
and  necessary  social  objective.  Apprenticeship  sponsors 
benefit  from  including  Negroes  in  their  programs  to  the  ex- 
tent -chat  more  qualified  Negroes  are  admitted  than  less 
qualified  whites.  Unions  will  benefit  from  nondiscrimina- 
tion policies  i.ot  only  by  removing  a moral  stigma  from 
which  many  of  them  presently  suffer,  but  also  because  such 
policies  could  improve  productivity  and  give  them  greater 
control  over  their  jurisdictions.  A policy  of  racial 
integration  also  would  make  it  possible  for  many  unions 
to  strengthen  their  bargaining  positions  by  taking  in 
Negro  competitors  and  potential  competitors  who  have  been 
forced  to  work  under  nonunion  conditions. 


A nondiscrimination  policy  is  beneficial  to  the 
employer  because  it  relieves  him  of  pressures  from  govern- 
ment contracting  agencies  and  threats  of  civil  rights 
demonstrations.  Moreover,  employers  benefit  to  the  extent 
that  they  are  able  to  acquire  a more  dependable  supply  of 
productive  workers. 

It  goes  without  saying  that  the  national  economy 
would  benefit  by  a more  productive  work  force  as  well  as  a 
relaxation  of  racial  tensions  which  result  from  the  Ne- 
gro' s unequal  job  opportunities. 

Since  our  mandate  was  to  consider  means  of  in- 
creasing Negro  participation  in  apprentice  programs,  we 
were  not  concerned  directly  with  the  problems  of  other 
disadvantaged  groups.  However,  although  Negroes  obviously 
have  special  problems,  much  of  our  analysis  also  is  appli- 
cable to  other  disadvantaged  groups.  We  are  persuaded, 
moreover,  that  public  policies  should  be  directed  at  all 

groups  similarly  situated  and  not  exclusively  at  a particu- 
lar race. 

Although  we  are  persuaded,  moreover,  that  racial 
discrimination  continues  to  be  an  important  problem,  we 
are  convinced  that  its  relative  importance  has  declined 
in  recent  years  and  that  measures  to  recruit,  train,  and 
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counsel  qualified  applicants  currently  are  much  more  im- 
portant. Our  assumption  is  based  on  the  belief  that  we 
already  have  adopted  an  imposing  array  of  antidiscrimina- 
tion policies  which  have  done  much  to  increase  the  demand 
for  Negro  workers  by  changing  the  thinking  of  apprentice 
sponsors  about  the  necessity  of  admitting  qualified  Negro 
youngsters,  but  have  done  relatively  little  on  the  supply 
side  to  get  Negroes  into  apprentice  programs.  The  weak- 
nesses of  punitive  measures  when  used  against  the  appren- 
ticeship establishment  have  been  discussed  at  length  elee- 
where,  and  it  should  be  abundantly  clear  that  such  pro- 
grams have  not  been  very  effective  in  dealing  with  pro- 
grams which  depend  heavily  on  private  voluntary  actions. 

We  do  not  mean  to  imply,  however,  that  the  Negro 
youngster  has  an  e^qual  opportunity  to  get  into  an  appren- 
tice program,  because  he  suffers  many  handicaps  other  than 
current  discrimination  by  apprenticeship  sponsors.  In 
other  words  we  do  not  believe  that  the  Negro  youngster  has 
an  equal  chance  of  learning  about  apprenticeship  training, 
of  being  motivated  to  try  to  enter  these  programs,  of 
meeting  the  qualifications,  of  passing  the  tests,  or,  per- 
haps, of  successfully  completing  these  programs.  Nor  do 
we  wish  to  imply  that  the  "objective  standards"  imposed  by 
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many  sponsors  are  not  racially  motivated.  We  are  con- 
vinced many  of  them  are.  But  we  are  also  persuaded  that 
these  barriers  can  most  effectively  be  overcome  if  we  con- 
centrate on  the  supply  of  qualified  Negro  applicants.  If 
a supply  of  qualified  applicants  is  generated  and  continues 
to  be  barred  from  apprentice  programs,  then  public  policy 
might  have  to  devote  more  attention  to  the  qualifications 
and  testing  procedures  used  to  select  trainees. 

Our  belief  that  punitive  legal  measures  are  not 
likely  to  be  very  effective  in  getting  many  Negroes  into 
apprentice  programs  does  not  mean  that  we  think  sanctions 
are  unnecessary;  we  believe  that  they  are  and  that  federal 
and  state  antidiscrimination  measures  should  be  strength- 
ened to  bring  swift  action  against  offenders — preferably 
fines,  injunctions,  denial  of  the  use  of  public  school  for 
related  training,  and  perhaps  other  measures  if  they  prove* 
necessary.  But  we  do  not  believe  these  measures  by  them- 
selves will  increase  Negro  participation  in  apprentice 
programs.  Negative  sanctions  alone  are  likely  to  be  in- 
effective because  they  exaggerate  the  importance  of  dis- 
crimination, and  create  a defensiveness  by  the  parties 
that  will  produce  only  token  changes.  Apprenticeship 
sponsors  are  likely  to  be  particularly  resentful  when  the 


/ 

412 

symbolic  nature  of  apprenticeship  causes  things  to  he 
said  about  these  programs  which  are  very  unrealistic  and 
demonstrate  ignorance  of  the  apprenticeship  system.  Union 
officers  also  are  likely  to  be  resentful  and  defensive 
when  it  is  implied  that  they  are  mainly  responsible  for 
the  absence  of  Negroes  when  there  have  been  few  qualified 
Negro  applicants  and  very  few  valid  complaints  against 
them  before  government  antidiscrimination  agencies. 

Th';  " Ignificance  of  Apprentice  Programs 

The  significance  of  Negro  participation  in  ap- 
prenticeship programs  depends  to  some  extent  on  the  number 
and  quality  of  the  positions  that  become  available.  There 
can  be  little  question  that  those  Negroes  who  complete 
apprenticeship  programs  would  get  more  stable  high-paying 
Jobs,  and  could  probably  advance  to  supervisory  and  con- 
tractor positions.  As  we  noted  in  Chapter  II,  however, 
apprenticeship  training  is  not  at  present  a very  important 
means  of  entry  into  the  skilled  trades,  though  it  is  im- 
portant for  some  occupations.  Our  appraisal  of  the  im- 
portance of  apprentice  programs  for  Negroes  thus  depends 
upon  the  perspective  we  take.  Although  we  do  not  know  how 
many  apprentices  of  all  kinds  complete  their  training 
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each  year,  registered  and  unregistered  programs  probably 
do  not  account  for  more  than  50,000,  If  we  assume  that 
by  all  kinds  of  remedial  programs  Negroes  could  get  10  per- 
cent of  these,  they  would  get  5,000  craftsmen  Jobs  a year 
through  this  means,  which  is  more  than  twice  as  many  Negro 
apprentices  a year  as  the  total  number  of  Negro  appren- 
tices reported  by  the  census  in  196©.  The  Bureau  of  Labor 
Statistics  expects  the  increase  in  nonwhite  craftsmen  and 
foremen  between  1965  and  1975  to  be  about  34,000  a year.1 
We  have  no  information  about  the  total  number  of  Negro 
apprentices  or  the  number  of  nonwhites  among  those  who 
graduate  each  year.  However,  if  we  assume  that  Negroes 
constitute  4 percent  of  the  total  and  5 percent  of  the 
graduates,  they  would  constitute  about  10,000  apprentices 
and  about  2,500  graduates.  It  is  evident,  therefore,  that 
apprenticeship  training  will  have  to  be  greatly  expanded 
for  nonwhites  if  many  of  them  are  to  reach  craftsman  status 
through  this  means. 

Thus,  although  apprenticeship  training  will  not 
mean  very  much  in  absolute  terms  in  giving  employment  to 

xJoe  L.  Russell,  "Changing  Patters  of  Employment 
of  Nonwhite  Workers,"  Monthly  Labor  Review,  May,  1966, 
p.  508. 
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Negroes, 2 the  importance  of  these  programs  can  not  he 
measured  entirely  in  quantitative  terms.  Negroes  can 
achieve  relatively  large  increases  in  the  number  of  appren- 
ticeship positions  they  now  .hold.  Moreover,  apprentice- 
ship programs  are  the  only  way  that  many  Negroes  can  get 
into  some  of  the  better  craft  Jobs,  and  apprenticeship 
training  has  gained  great  symbolic  importance  with  civil 
rights  groups.  Obviously,  however,  measures  to  increase 
the  total  number  of  apprentices  will  give  Negroes  better 
opportunities  to  increase  their  proportions. 

General  Policy  Recommendations 

We  are  convinced  that,  besides  measures  to  in- 
crease the  total  number  of  apprentices,  two  of  the  most 
important  general  and  long-run  policies  needed  to  increase 
Negro  participation  in  apprenticeship  programs  are  measures 


2There  were  in  October,  1965,  about  213,000  non- 
white male  high  school  graduates  between  the  ages  of  16 
and  21.  Of  these,  183,000  were  in  the  civilian  labor  force 
and  18,000  were  unemployed.  (There  were  also  275,000  non- 
white male  dropouts  from  high  school  in  this  age  group, 
41,000  of  whom  were  unemployed.)  There  were  about  one 
million  nonwhite  males  in  the  apprenticeable  age  group  of 
18-24  in  1965.  [Harvey  L.  Homel,  "Employment  of  High 
School  Graduates  and  Dropouts  in  1965,"  Monthly  Labor  Re- 
view, June,  1966,  p.  646.] 
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that  would  improve  the  quality  of  education  available  to 
disadvantaged  youngsters  and  policies  to  maintain  full  em- 
ployment and  economic  growth;  as  we  shall  see,  these  gen- 
eral policies  facilitate  the  improvement  of  opportunities 
for  Negroes,  but  they  are  not  sufficient  to  produce  the 
necessary  changes.  There  can  be  little  question  that,  in 
spite  of  the  continuance  of  a very  real  and  serious  prob- 
lem of  discrimination,  many  of  the  Negro1 s most  important 
disadvantages  at  present  stem  from  his  inadequate  educa- 
tion. There  can  be  no  real  equality  in  employment  until 
this  defect  is  corrected.  Education  must  perform  a much 
broader  role  for  Negroes  and  other  disadvantaged  youths 
than  it  does  for  many  whiles;  it  must  overcome  some  of  the 
cultural  handicaps  which  make  it  difficult  for  Negroes  to 
benefit  from  basic  educational  programs. 

Full  employment  and  economic  growth  a.lso  are  im- 
portant general  determinants  of  the  extent  to  which  Negro 
youngsters  will  get  into  apprentice  programs  because  a 
tight  labor  market  exerts  a powerful  influence  to  overcome 
the  barriers  to  the  admission  of  Negroes  to  these  programs. 
Labor  shortages  give  employers  motives  to  hire  and  train 
Negroes,  while  full  employment  reduces  some  of  the  white 
workers'  opposition  to  increasing  the  supply  of  apprentices 
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in  general  and  Negro  apprentices  in  particular.  Full  em 
ployment  would  be  particularly  important  in  the  building 
trades,  whose  aggregate  unemployment  rates  have  consis- 
tently been  even  higher  than  those  of  Negro  males.3 

Manpower  Policies 


Full  employment  alone  will  not  solvo  this  prob- 
lem fast  enough,  however,  and  special  manpower  programs 
must  be  continued  to  improve  the  operation  of  the  labor 


power  policies  should  concentrate  on  specialized  programs 
to  overcome  their  general  educational  disadvantages  and 
prepare  them  for  apprenticeship  and  other  training  pro- 
grams. Preapprenticeship  and  other  remedial  programs 
obviously  are  necessary  to  salvage  dropouts  and  others 
who  have  basic  abilities  but  are  inadequately  prepared  for 
apprenticeship  and  other  training  programs.  We  are  also 
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With  respect  to  Negro  youths,  we  feel  that  man- 
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impressed  by  the  possibilities  of  recruiting  apprentices 
from  such  programs  as  the  Job  Corps. 

Youngsters  with  relatives  in  the  skilled  trades 
often  have  an  advantage  in  taking  apprentice  tests  because 
they  have  gained  experience  in  the  trades  through  summer 
and  other  part-time  employment.  We  therefore  feel  that 
programs  designed  to  give  youths  an  opportunity  to  gain 
first-hand  experience  around  a variety  of  jobs  would  be 
particularly  valuable  to  minority  group  youngsters.  In 
this  way,  prospective  trainees  would  be  in  a better  posi- 
tion  to  select  a field  that  is  best  suited  to  their  inter- 
ests. Where  possible,  companies  and  unions  might  be  in- 
duced to  hire  youngsters  during  the  summer  months,  even 
if  they  did  no  more  than  menial  tasks  on  the  job.  In  the 
construction  industry,  for  example,  it  would  seem  to  be 
useful  to  explore  the  possibilities  of  promoting  programs 
like  that  of  the  Laborers  in  Atlanta  to  give  high  school 
and  college  youngsters  summer  employment  in  the  construc- 
tion industry. 

Programs  also  might  be  adopted  to  increase  the 
prestige  of  the  skilled  crafts.  There  is  a certain  feel- 
ing of  craftsmanship  which  many  skilled  occupations  have 
that  can  be  communicated  only  by  demonstration.  In 


418 


addition,  the  status  of  the  s.killed  trades  might  he  im- 
proved by  making  them  open-ended  through  training  programs 
that  would  make  it  possible  for  the  young  apprentice  to 
continue  his  upward  advancement  after  he  finishes  his 
training,,  Indeed,  the  available  evidence  is  that  many  ap- 
prentices in  the  construction  industry  in  fact  become 
supervisors  and  contractors.  But  they  should  also  have 
opportunities  and  be  encouraged  to  become  engineers  and 
architects  if  they  have  the  Interest  and  ability.  The 
prestige  of  the  crafts  might  be  enhanced  by  films,  demon- 
strations, and  other  programs  in  junior  high  schools  and 
high  schools  to  emphasize  the  advantages  of  the  skilled 
trades. 


Specific  Recommendations 


Public  Policy 

a.  Role  of  Tity  (governments 

Although  federal  and  state  governments  have  im- 
portant roles  to  play  in  increasing  the  number  of  Negro 
apprentices,  municipal  governments  should  play  the  primary 
role,  at  least  in  the  construction  industry,  because  most 
race  problems  are  problems  of  cities,  and,  although  there 
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1b  some  similarity  in  problems,  each  city  has  its  own 
reality,  with  many  unique  features  which  require  detailed 
familiarity  and  constant  attention.  Problems  in  the  con- 
struction industry  seem  particularly  amenable  to  local 
solution  because  the  market  tends  to  be  local  in  scope. 

In  order  to  carry  out  their  functions  properly, 
however,  city  governments  must  have  assistance  from  fed- 
eral, civil  rights,  industry,  union,  and  state  officials, 
and  must  have  appropriate  support  for  their  antidiscrimin- 
ation programs , Like  other  entities  in  conflict  situa- 
tions, city  governments  often  need  the  help  of  outside 
agencies  in  order  to  break  local  paralyses  or  stalemates. 
In  other  wordB,  city  governments  often  can  take  action  in 
a desired  direction  if  they  can  shift  the  blame  to  others 

or  point  to  the  threat  of  punitive  action  by  another 
agency. 

In  addition  to  their  usual  roles  of  handling 
complaints,  some  city  civil  rights  agencies  have  served 
useful  mediatory  functions  and  have  attempted  to  keep  open 
the  lines  of  information  between  civil  rights  organiza- 
tions, unions,  and  employers.  These  commissions  also  have 
worked  with  high  schools  to  recruit  Negro  applicants, 
have  seen  to  it  that  qualified  applicants  were  kept 
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informed  about  important  dates  and  other  necessary  matters, 
have  checked  to  see  what  happened  when  Negroes  applied  to 

I 

take  tests,  and  have  checked  their  progress  after  they 

i 

got  on  the  job. 

City  governments  thus  can  do  a number  of  spe- 
cific things  to  improve  Negro  participation  in  apprentice 
programei.  These  include: 

1.  If  not  already  established,  create  a city  human 
relations  agency  with  adequate  support  from  city 
officials. 

2.  Carefully  study  the  extent  of  Negro  participation 
in  apprenticeship  programs  and  attempt  to  ascer- 
tain the  reasons  for  their  absence  where  they  do 
not  exist. 

3.  Withhold  city  funds  from  building  projects  which 
exclude  qualified  Negroes.  City  governments  also 
should  deny  the  use  of  public  schools  to  dis- 
criminating apprentice  programs. 

4.  Maintain  close  relations  with  the  Negro  community 
and  provide  realistic  information  or  the  advan- 
tages and  limitations  of  apprenticeship  training 
as  a means  of  getting  jobs  for  Negroes. 

5.  Provide  mediation  facilities  between  unions,  em- 
ployers, joint  apprentice  programs  and  the  Negro 
community. 

6.  Provide  realistic  counseling  in  the  city  schools. 

7.  Encourage  MDTA,  0E0,  EDA,  and  other  programs  de- 
signed to  prepare  interested  Negro  youths  to  meet 
the  qualifications  to  enter  apprentice  programs. 

8.  Be  prepared  to  get  help  from  the  AFL-CIO  Civil 
Rights  Department,  international  officers  of 


unions  operating  in  the  city,  industry  associa- 
tions, organizations  like  the  Construction  Indus- 
try Joint  Council^  Etate  and  federal  antidis- 
crimination agencies  and  perhaps  the  National 
Labor  Relations  Board. 

9.  Be  prepared  to  follow  up  the  results  of  actions 
taken  to  get  Negroes  admitted  to  these  programs. 

b . Federal  Policies 

In  addition  to  the  general  measures  to  facilitate 
full  employment,  the  improvement  in  education,  and  en- 
larging and  expanding  apprenticeship  programs,  the  federal 
government  could  take  a number  of  specific  measures  to  im- 
prove Negro  participation  in  these  programs: 

1 . Antidiscrimination  Policies 

Federal  authorities  should  encourage  the  develop- 
ment of  voluntary  nondiscrimination  programs  by  unions  and 
employers.  Of  course,  the  availability  of  a variety  of 
sanctions  gives  the  parties  some  incentive  to  develop 
"voluntary"  programs.  Indeed,  the  reality  of  the  threat 
of  sanctions  strengthens  those  union  and  management  repre- 
sentatives who  want  to  solve  their  own  problems  by  making 
it  possible  for  them  to  use  the  threat  of  prosecution  by 
governments  to  bring  recalcitrants  into  compliance.  Never- 
theless, as  compared  with  punitive  government  action,  the 


parties 


have  many  advantages  in  attempting  to  solve  their 


racial  problems,  because  they  understand  their  own  situa- 
tion better  than  government  agents,  can  acquire  information 
more  easily,  can  employ  more  informal  and  flexible  proce- 
dures to  gain  compliance,  and  can  do  many  things  which 
could  not  be  required  by  law.  Voluntary  programs  are  par- 
ticularly important  in  the  apprenticeship  field  because 
few  sanctions  are  likely  to  be  really  effective  in  gaining 
entry  for  Negroes  if  industry  and  union  officials  resist. 
Since  these  programs  are  purely  voluntary  and  since  many 
employers  apparently  are  not  strongly  motivated  to  finance 
training  from  which  they  might  benefit  only  indirectly, 
strong  sanctions  might  cause  apprentice  programs  to  be 
discontinued  altogether.  Even  if  sanctions  were  effective, 
they  would  be  no  substitute  for  affirmative  action  by  ap- 
prenticeship sponsors  and  organizations  like  the  Construc- 
tion Industry  Joint  Council  and  the  printing  industries 
councils  in  various  cities.  It  could  be,  of  course,  that 
strong  sanctions  will  have  to  be  imposed  against  offenders 
to  demonstrate  that  the  government  agencies  mean  business. 
But  we  are  persuaded  that  sanctions  should  be  imposed  only 
as  a last  resort  and  after  the  sponsors  have  had  a chance 
to  bring  the  recalcitrant  parties  into  line. 

Apprenticeship  sponsors  should  be  encouraged  to 
adopt  certain  procedures  to  avoid  the  suspicion  of 


423 


discrimination.  There  would  perhaps  be  some  advantage  to 
letting  the  AICs  or  some  other  agency  inform  the  rejected 
applicant  of  the  reasons  for  his  failure.  Moreover,  ap- 
prentice sponsors  also  might  follow  the  electrical  indus- 
try' s example  and  provide  an  appeals  procedure  for  rejected 
applicants  who  think  they  have  been  discriminated  against. 

A major  impediment  to  getting  the  apprenticeship 
establishment  to  actively  encourage  Negro  applicants  is 
the  defensiveness  built  up  by  state,  federal,  and  local 
governments'  emphasis  on  punitive  measures  to  get  Negroes 
into  these  programs.  There  can  be  little  question  that 
these  punitive  measures  have  done  much  to  at  least  lower 
the  formal  racial  barriers  to  Negroes.  At  the  same  time, 
however,  they  have  created  certain  fears  and  suspicions 
by  unions,  employers,  and  government  apprenticeship  agen- 
cies which  make  it  difficult  to  implement  cooperative  ef- 
forts to  open  job  opportunities  to  Negroes.  Antidiscrim- 
ination agencies  have  generated  hostility  in  the  construc- 
tion industry  particularly  by  giving  the  impression  that 
the  government  is  going  to  use  "blackmail"  (by  threatening 
to  revoke  or  withhold  federal  contracts)  in  order  to  re- 
quire preferential  treatment  of  Negroes,  which  could  not 
legally  be  done  under  the  law.  Apprenticeship  sponsors 
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also  are  concerned  that  the  federal  government  is  attempt- 
ing to  "fragment"  their  trades  (by  training  programs  de- 
signed to  produce  narrow  specialists  instead  of  general 
craftsmen),  force  them  to  take  "unqualified"  apprentices, 
and  impose  federal  controls  over  apprenticeship  training. 
The  industry*  s suspicions  are  intensified  by  the  lack  of 
clarity  which  surrounds  the  concept  of  "affirmative  ac- 
tion." It  would  therefore  seem  to  be  highly  useful  for 
apprenticeship  sponsors  to  be  given  assurances  that  they 
will  retain  control  of  the  determination  of  qualifications 
unless  those  qualifications  are  used  for  discriminatory 
reasons  and  that  although  special  programs  are  going  to  be 
taken  to  help  Negroes  and  other  disadvantaged  groups  com- 
pete on  an  equal  basis  in  apprentice  programs,  these 
special  programs  should  apply  to  all  persons  similarly 
situated  and  will  not  favor  any  particular  racial  group. 

In  other  words,  it  should  be  emphasized  that  measures  will 
be  taken  to  help  disadvantaged  groups  prepare  for  appren- 
tice programs,  but  that  all  who  get  in  must  meet  the  in- 
dustry* s qualifications. 

2 . The  BAT 

It  is  doubtful  that  the  Bureau  of  Apprenticeship 
and  Training*  s power  over  apprentice  programs  can  be 


strengthened  in  such  a way  as  to  make  it  an  effective  en- 
forcement agency  for  antidiscrimination  measures.  It  is 
especially  doubtful  that  deregistering  apprentice  programs, 
which  is  the  BAT’s  main  punitive  power,  would  mean  very  much 
to  anions  or  employers.  The  BAT  also  is  limited  by  the  fact 
that  it  has  no  control  at  all  over  unregistered  apprentice 
programs.  Moreover,  the  use  of  punitive  powers  probably 
would  be  incompatible  with  the  BAT’s  traditional  promotion- 
al activities,  and  too  much  confusion  is  created  by  having 
discrimination  in  apprenticeship  subject  to  regulation  by 
several  state  and  federal  agencies. 

We  therefore  recommend  that  all  enforcement  ac- 
tivities under  29  CPR  30  be  removed  from  the  BAT.  Antidis- 
crimination agencies  should  concentrate  on  securing  reli- 
able information  on  apprenticeship  programs  and  the  extent 
cf  Negro  participation  in  those  programs.  But  since  the 
implementation  of  equal  apprenticeship  oppox*tuni  t ies  must  be 
based  on  an  understanding  of  the  apprenticeship  system,  we 
recommend  c_ose  cooperation  between  antidiscrimination 
agencies  and  BAT. 


As  presently  constituted  the  Industrial  Training 
Advisors  within  the  BAT  do  not  have  sufficient  independence 
to  function  properly.  They  probably  should  either  be  made 
independent  of  the  BAT  regional  directors,  by  giving  them 
independent  budgets  and  having  them  report  directly  and 
only  to  the  national  industrial  training  advisors,  or 
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assigned  to  some  other  agency,  perhaps  the  apprenticeship 
information  centers.  We  are  convinced,  however,  that  the 
BAT  should  seek  to  gain  voluntary  compliance  with  nondis- 
crimination policies  and  should  take  measures  to  educate 
its  own  staff  on  the  need  to  give  minorities  equal  oppor- 
tunities in  apprenticeship  training. 

Apprenticeship  Information  and  Counseling 
Great  difficulties  in  adopting  proper  apprentice- 
ship policies  are  created  by  the  lack  of  reliable  informa- 
tion on  these  programs.  Many  of  our  interviewees  blamed 
high  school  counselors  and  the  exaggerations  of  civil 
rights  leaders  for  ignorance  on  this  question,  but  these 
parties  obviously  cannot  get  information  which  the  appren- 
ticeship establishment  does  not  make  available.  Realistic 
information  should  be  readily  available  on  such  matters  as 
the  number  of  apprentice  openings  which  are  likely  to  be 
available  each  year  in  a given  city  as  well  as  qualifica- 
tions and  procedural  details  for  applying  to  these  pro- 
grams. In  order  to  accomplish  this  objective  we  recom- 
mend strengthening  of  the  apprenticeship  information  cen- 
ters by: 

(a)  Seeing  to  it  that  their  advisory  committees 

really  represent  the  community  groups  they  are 
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intended  to  represent  and  by  appointing  people 
who  will  take  an  active  interest  in  the  centers; 

( b)  Taking  measures  to  gain  the  active  support  of 
local  employment  service  and  BAT  officials;  ( if 
this  fails  it  might  be  desirable  to  remove  the 
centers  from  the  direct  control  of  local  employ- 
ment services  and  BAT  representatives  and  to  place 
them  directly  under  the  control  of  the  BES  and 
the  BAT  national  offices) ; 

( c)  Making  it  a violation  of  Title  VII  of  the  Civil 
Rights  Act  for  apprenticeship  sponsors  to  fail 

to  supply  the  AICs  with  the  necessary  information 
for  the  centers  to  operate  properly  (especially 
adequate  advance  notice  of  apprenticeship  tests 
or  other  selections  and  information  on  the 
reasons  why  applicants  were  rejected  for  appren- 
tice programs) ; 

( d)  Making  sure  that  the  centers'  personnel  actively 
disseminate  information  to  schools  and  other 
community  organizations  and  check  the  results 

of  their  recommendations  to  the  JACs. 

( e)  Some  consideration  also  should  be  given  to  better 
national  coordination  of  the  work  of  the  AICs. 

At  present  there  seems  to  be  very  little 
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national  coordination  and  the  quality  of  the 
AICs  is  much  too  uneven. 

4 . Teats  and  Qualifications 

Until  we  get  more  information  about  the  validity 
of  tests,,  and  assuming  it  can  be  demonstrated  that  the 
tests  are  not  designed  to  discriminate,  the  testing  and 
standards  should  remain  the  prerogatives  of  the  sponsors. 
However,  it  would  seem  to  be  useful  to  lay  down  certain 
guidelines  to  determine  the  legality  of  testing  procedures. 
Tests  should,  for  example,  be  administered  and  interpreted 
by  trained  personnel  who  understand  the  uses  and  limita- 
tions of  various  kinds  of  tests.  The  parties  should  make 
an  effort  to  validate  the  tests  in  the  setting  in  which 
they  are  used  to  see  if  they  really  are  predictive.  Tests 
also  should  rarely  be  the  sole  criteria  for  selecting  can- 
didate's. Moreover,  although  the  parties  should  be  en- 
couraged to  use  outside  testing  services,  we  would  not 
re  quire  them  to  do  so  and  would  leave  the  cutoff  scores 
and  determination  of  qualifications  up  to  the  parties. 

5 . Counselors 

While  counselors  cannot  be  blamed  for  all  of  the 
Ignorance  surrounding  the  apprentice  question,  very  few 
of  them  seem  to  give  realistic  advice  to  Negro  youngsters 
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concerning  apprenticeship  training.  In  part  this  is  be- 
cause counselors  have  become  convinced  that  Negroes  cannot 
get  into  these  programs.  However,  our  evidence  also  indi- 
cates considerable  bias  by  high  school  and  other  employ- 
ment counselors  against  apprenticeship  program  . This 
bias  is  based  upon  the  mistaken  belief  that  the  skilled 
trades  are  for  dropouts,  delinquents,  and  others  who  do 
not  have  the  qualifications  for  college,  and  lead  only  to 
dead-end  manual  jobs.  Few  counselors  seem  to  realize  the 
supervisory  and  managerial  opportunities  open  to  the 
skilled  journeyman  or  of  the  rewards  of  the  skilled  trades 
themselves.  The  bias  against  trades  is  not  limited  to 
high  school  counselors  but  extends  also  to  some  employment 
services.  In  1966,  for  example,  the  Workers  Defense 
League  in  New  York  discovered,  in  checking  on  the  reasons 
why  some  of  its  recruits  who  were  sent  to  the  employment 
service  for  testing  failed  to  follow  through  with  their 
apprentice  plans,  that  employment  service  counselors  had 
advised  the  Negro  youngsters,  recruited  by  the  WDL  with 
considerable  effort,  against  the  skilled  trades. 

We  conclude  that  Negro  youngsters  rarely  will 
come  forward  when  merely  invited  to  do  so.  Negroes  have 
learned  through  long  experience  that  public  announcements 
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that  everybody  is  invited"  does  not  necessarily  mean  that 
Negroes  are  welcome.  It  will  therefore  be  necessary  for 
Negroes  to  actually  get  into  programs  and  for  Negro  young- 
sters to  really  feel  that  they  are  welcome.  As  in  over- 
coming any  institutionalized  form  of  human  behavior,  con- 
siderable time,  effort,  and  thought  is  required  to  con- 
vince Negro  youngsters  that  it  is  possible  for  them  to  get 
into  these  programs,,  Negro  youngsters  also  must  be  con- 
vinced that  apprenticeship  is  a worthwhile  activity  be- 
cause they,  like  many  white  youngsters,  often  do  not  as- 
pire to  the  skilled  trades. 

6 . Conclusions 

We  note  in  conclusion,  that,  in  addition  to  vari- 
ous general  public  policy  measures  to  maintain  adequate 
conditions-- such  as  full  employment,  measures  to  increase 
the  total  number  of  apprentices,  active  manpower  policies 
( including  antidiscrimination  measures)  and  improved  edu- 
cation for  disadvantaged  youngster s--there  are  a variety 
of  specific  things  that  can  be  done  by  governments,  edu- 
cators, employers,  unions,  and  civil  rights  groups  to  in- 
crease Negro  participation  in  apprentice  programs.  We 
have  also  noted  that  there  is  a logical  governmental  divi- 
sion of  labor  in  accomplishing  these  objectives.  In  the 


construction  industry,  because  of  the  local  nature  of  the 
market  and  the  structure  of  the  unions,  we  feel  that  pri- 
mary governmental  responsibility  rests  with  the  cities. 

In  manufacturing  industries  with  broader  markets  and  dif- 
ferent structures,  state  and  federal  agencies  should  play 
a larger  role.  Even  in  the  construction  industry,  more- 
over, the  city  governments  might  be  paralyzed  by  local 

i 

political  situations  or  other  reasons  which  make  it  neces- 
sary for  state  or  federal  governments  to  intervene  to  get 
programs  off  dead  center. 

The  Department  of  Labor  and  other  federal  agen- 
cies obviously  should  support  those  activities  which  seem 
to  give  the  best  results.  Grants  to  private  programs  have 
many  advantages  of  adaptability  and  flexibility  over  ac- 
tivities conducted  exclusively  by  government  agencies. 

c . Other  Agencies 

Let  us  conclude  by  noting  some  other  specific 
functions  which  might  be  undertaken  by  other  agencies. 

Educators 


In  addition  to  improved  academic  course  offer- 
ings, educators  can  enhance  the  Negro  youngster'  s chances 
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of  getting  into  apprentice  programs  by  providing  better 
counseling,  cooperating  in  the  search  for  potential  appli- 
cants, providing  special  remedial  classes  to  help  overcome 
educational  deficiencies,  and  using  their  influence  to  en- 
sure that  discriminatory  apprentice  classes  are  not  per- 
mitted to  use  public  school  facilities.  Our  evidence  also 
suggests  the  need  for  adequate  instruction  in  vocational 
schools  to  prevent  these  schools  or  programs  from  becoming 
(or  continuing  to  be)  dumping  grounds  for  poor  students. 

Employers 


Employers  usually  are  primarily  responsible  for 

f 

hiring  and  training  employees  and  for  operating  their 
firms  efficiently.  The  main  exception  to  this  is  in 
casual  industries  like  construction  where  unions  perform 
many  employment  and  training  functions.  Although  it  is 
difficult  to  lay  down  hard  and  fast  rules  for  successful 
equal  employment  programs,  a 1966  study  of  Company  Experi- 
ence with  Negro  Employment  by  the  National  Industrial  Con- 
ference Board  concluded  that  "All  of  the  programs  studied 
by  the  Board  that  appear  to  be  effective  have  one  thing  in 
common:  a chief  executive  determined  that  the  program 

produced  results,  and  willing  to  commit  himself  to  its 
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success  for  an  indefinite  period  of  time,"  Although  it 
would  be  difficult  for  top  management  to  eliminate  the 
more  subtle  forms  of  discrimination  that  cause  lower  level 
supervisors  and  rank  and  file  workers  to  give  preferences 

to  whites,  top  management  officials  can  do  much  to  make 

* 

their  nondiscrimination  policies  clear  to  all  levels  of 
supervision  and  can  see  to  it  that  testing  and  other  se- 
£ lection  procedures  are  not  unnecessarily  restrictive  to 
minorities.  Some  companies,  like  Western  Electric*  s ac- 
tivities with  the  WDL  in  New  York,  have  furnished  staff 
personnel  for  programs  to  help  Negroes  prepare  for  examin- 
ations and  meet  other  entrance  requirements.  Many  employ- 
ers will  find  it  useful  to  either  utilize  the  services  of 
experts  in  racial  employment  relations  or  to  add  such  per- 
sons to  their  staffs.  Employers  often  will  find  it  help- 
ful to  establish  working  relationships  with  civil  rights 
organizations  and  representative  Negro  leaders  to  publi- 
cize their  nondiscrimination  policies.  Although  it  re- 
quires considerable  finesse  in  order  to  avoid  stigmatizing 
favored  Negro  leaders  as  11  Uncle  Toms,"  employers  can  do 
much  to  strengthen  the  more  responsible  civil  rights  or- 
ganizations. Management  should  realize  that  the  most  ef- 
fective relationships  often  can  be  established  with  the 


more  militant  organizations  which  really  represent  the 
thinking  of  their  followers. 

Those  employers  who  understand  the  nature  of, 
and  take  positive  measures  to  deal  with,  minority  employ- 
ment problems  will  incur  some  added  expense  in  the  short- 
run  but  probably  will  find  that  the  benefits  exceed  the 
costs  in  the  long-run.  Where  management  has  taken  fair 
and  firm  measures,  racial  trouble  rarely  has  been  signifi- 
cant because  few  employees  are  prepared  to  sacrifice  good 
jobs  for  racial  reasons.  Unionized  employers  are  strength- 
ened in  their  nondiscrimination  policies  when  they  solicit 
the  aid  of  international  unions.  Those  employers  who  de- 
cide to  resist  the  pressures  for  equal  employment  oppor- 
tunities or  make  only  token  compliances  will  probably  have 
the  most  trouble  in  the  long-run,  and  might  be  forced  to 
accept  less  qualified  people  or  to  lose  some  control' of 
their  employment  and  training  processes. 

Unions 


Within  the  labor  movement  the  main  problem  of 
discrimination  is  at  the  local  level.  The  APL-CIO  has 
adopted  a strong  antidiscrimination  policy  and,  although 
any  program  can  be  improved,  the  federation  seems  to  be 


actively  doing  what  it  can  to  implement  that  policy.  The 
trouble  with  the  AFL-CIO  is  that  it  has  very  limited  power 
over  the  discriminating  locals.  And  the  trouble  with  the 
local  unions,  especially  in  the  building  trades,  is  that 
their  leaders  too  often  are  afraid  they  will  be  voted  out 
if  they  adopt  nondiscrimination  policies.  Clearly,  there- 
fore, the  international  unions  should  bear  the  greatest 
responsibility  for  eradicating  discrimination,  because 
within  the  labor  movement  only  they  have  sufficient  power 
to  accomplish  this  objective.  The  excuse  of  local  autonomy 
should  be  no  more  permissible  in  cases  of  racial  discrim- 
ination than  it  is  where  locals  violate  other  trade  union 
policies  or  federal,  state,  and  local  laws,  especially  now 
that  unions  can  point  to  the  threat  of  increasing  govern- 
ment regulation  and  severe  damage  to  the  entire  labor 
movement  unless  they  deal  with  this  problem.  It  would 
also  seem  that  the  discrimit.  at  ion  issue  is  currently  suf- 
ficiently critical  that  the  internationals  should  move  to 
eradicate  the  problem  before  crises  develop.  No  other 
agencies  have  the  ability  to  learn  as  much  as  the  inter- 
national officers  about  discrimination  in  local  unions. 

It  would  seem  to  be  better  strategy  for  the  internationals 
to  proceed  vigorously--through  trusteeships--against  the 
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worst  offenders  than  to  let  discriminating  unions  damage 
the  whole  labor  movement. 

In  addition,  some  positive  measures  are  as  appli- 
cable to  unions  as  they  are  to  employers;  local  unions 
should,  for  example,  be  encouraged  to  take  the  following 
steps : 

a.  Make  it  clear  to  the  Negro  community  that  all 
qualified  applicants  will  be  accepted. 

b.  See  t ; it  that  tests  and  interview  procedures  are 
fair  and  realistic  in  terms  of  the  requirements 
for  the  trades.  Tests  might  be  administered  by 
outside  organizations,  as  is  already  done  in 
many  cases,  or  outside  observers  might  be  present. 

c.  Local  unions  should  have  printed  material  which 
clearly  explains  the  qualifications  for  member- 
ship and  apprenticeship  training  programs.  Ap- 
prenticeship openings  should  be  announced  to 
various  community  relations  organizations,  civil 
rights  organizations,  and  Negro  community  leaders. 
Appeals  procedures  might  be  maintained  for  those 
who  are  rejected  for  membership  or  apprentice 
training, 

d.  Unions  mignt  also  maintain  channels  of  communica- 
tions and  effective  working  relations  with  Negro 
leaders  in  order  to  clear  up  misunderstandings. 

e.  Locals  should  also  keep  careful  records  which 
would  be  available  for  inspection  to  authorized 
persons. 

f.  A really  affirmative  nondiscrimination  program 
would  not  passively  process  Negro  applicants  who 
might  show  up,  but  would  actively  search  out 
qualified  Negroes  for  membership  as  journeymen  or 
apprentices.  The  unions  could,  in  this  way,  or- 
ganize their  jurisdictions  more  effectively  and 
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more  nearly  see  to  it  that  they  get  the  kinds  of 
applicants  they  want  rather  than  taking  only  those 
referred  by  civil  rights  groups.  Unions  might 
also  encourage  their  journeymen  members  to  serve 

as  instructors  in  various  remedial  training  pro- 
grams. 

g.  Unions  should  encourage  their  Negro  journeymen 

and  apprentice  members  to  give  realistic  informa- 
tion or  apprenticeship  training  to  civil  rights 
groups.  Negro  union  members  can  do  much  to  clear 
up  misunderstandings  about  apprenticeship  train- 
ing and  can  give  Negro  youngsters  reliable  infor- 
mation on  the  advantages  and  disadvantages  of  the 
skilled  trades.  Unions  might  encourage  the  or- 
ganization oi  Negro  apprentices  and  journeymen 
into  organizations  like  the  Lattimer  society  ini 
IBEW  Local  3 in  New  York.  These  Negro  organizaj- 
tions  can  do  much  to  promote  better  under stand 3ng 
of  Negroes  in  and  out  of  unions.  / 

The  C ivil  Rights  Move me nt  J 


Civil  rights  organizations  also  have  major  re- 
sponsibilities in  this  area.  They  can  effectively  work 
with  the  Negro  community  to  produce  qualified  applicants 
for  apprenticeship  openings  and  improve  information'  and 
counseling.  If  Negroes  are  encouraged  to  take  advantage 
of  the  opportunities  open  to  them,  they  can  produce  the 
labor  supplies  which  experience  demonstrates  do  more  than 

• anything  else  to  reduce  overt  acts  of  discrimination.  The 

experiences  of  the  Workers  Defense  League  ( WDL)  in  New 

♦ York,  and  the  Trade  Union  Leadership  Council  (TULC)  in 

Li 
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Detroit,  and  the  concerted  activities  of  various  groups 
in  Chicago  demonstrate  that,  although  recruiting  qualified 
applicants  for  apprenticeship  openings  requires  consider- 
able effort,  a flow  of  applicants  can  be  found  in  the 
Negrr  community  if  some  organization  devotes  itself  full- 
time to  this  problem.  Moreover,  the  WDL' s experience  also 
shows  that  many  unions  actually  are  relieved  to  find  a 
responsible  civil  rights  organization  which  can  supply 
qualified  minorities. 

The  specific  things  that  Civil  Rights  organiza- 
tions can  do  include: 

1.  Work  closely  with  employers,  unions,  and  FEP 
agencies  to  gather  inf ormat ion,  bring  pressure, 
and  supply  applicants. 

2.  Pay  careful  attention  to  facts  and  analysis  in 
order  to  present  strong  cases  in  adversary  situ- 
ations. Civil  rights  groups  should  acquire 
^^^listic  information  on  apprenticeship  programs 
in  order  to  inform  Negro  youngsters  of  the  ad- 
vantages and  limitations  of  this  form  of  training. 

3.  Take  advantage  of  poverty  and  manpower  programs 
to  provide  preapprenticeship  and  other  training 
opportunities  for  Negro  youngsters. 

4.  Wherever  possible,  civil  rights  organizations 
might  establish  close  working  relationships 
(based  on  cooperations  and  not  hostility  or  col- 
lusion) with  various  sympathetic  representatives 
of  human  relations  agencies,  companies,  employ- 
ers associations,  and  unions.  Private  civil 
rights  agencies  can  do  many  things  to  promote  the 
upgrading  of  Negro  youngsters  (that  would  not  be 


legally  permissible  or  required),  and  many  appren- 
ticeship sponsors  could  profit  from  effective 
alliances  with  responsible  civil  rights  groups. 
Many  union  and  employer  representatives  probably 
would  be  willing  to  form  alliances  with  civil 
rights  groups  which  understood  their  problems  and 
needs  and  gave  evidence  of  wanting  to  work  out 
problems  rather  than  to  issue  public  attacks 
against  them. 


appendix  a 


THE  INTERVIEWS  OF  NEGRO  APPRENTICE  APPLICANTS, 
PARTICIPANTS,  AND  DROPOUTS 

As  outlined  in  the  introduction,  127  interviews 
were  conducted  during  the  course  of  the  project  with  Ne- 
groes who  were  associated  in  varying  ways  with  apprentice 
programs.  To  recapitulate  briefly,  there  were  61  inter- 
views with  Negro  apprentices,  11  with  Negroes  whose  appli- 
cations were  pending,  25  who  were  rejected  when  they  ap- 
plied, 20  who  failed  to  complete  the  application  proce- 
dures after  initially  expressing  an  interest  in  apprentice- 
ship, and  10  who  dropped  out  of  an  apprentice  class  after 
having  been  formally  accepted. 

Although  these  matters  should  be  explored  in 
greater  detail  by  more  extensive  investigation,  these 
interviewees  afforded  us  some  insight  concerning  their 
preparations  for  and  awareness  of  apprenticeship  programs. 
Much  of  the  information  by  its  nature  is  subjective  and 
nonadditive.  Yet,  we  have  been  able  to  prepare  several 
tables  that  indicate  some  of  the  results  of  these  inter- 
views and  the  conclusions  we  have  drawn  from  them. 
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Initial  Information  Concerning 
Apprenticeship 

* 

One  of  the  most  important  questions  which  we 
sought  to  study  pertained.,  to  how  the  Negro  community 
learned  about  employment  opportunities  in  the  apprentice- 
able  trades.  With  their  low  participation  rates  in  such 
programs,  it  has  long  been  recognized  that  there  are  few 
chances  for  Negroes  to  learn  about  and  to  prepare  for 
vocations  in  these  areas.  Indeed,  it  was  the  recognition 
of  this  lack  of  awareness  that  was  largely  responsible  for 
the  establishment  of  Apprenticeship  Information  Centers 

) 

in  many  cities  discussed  in  Chapter  III. 

Table  A-l  indicates  the  initial  sources  of  gen- 
eral information  provided  about  apprenticeship  to  each  of 
the  interviewees.  It  was  from  this  initial  information 
j that  the  interviewees  later  sought  entry  into  a specific 

apprentice  program. 

j Our  main  conclusion  from  Table  A-l  is  that 

there  is  no  pattern  of  information  channels.  Negroes 
j ■ learn  of  apprenticeship  from  a host  of  different  sources. 

The  most  numerous  source  (26  instances  or  20  percent  of 
the  total)  was  high  school  counselors,  teachers,  or 

‘j 

principals.  Yet,  as  is  shown  in  columns  (4),  (5),  and 
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( 6)  of  Table  A-l,  is  of  the  26  ( or  73  percent)  of  those 
who  received  initial  information  from  this  source  were 
subsequently  rejected  when  they  applied,  failed  to  com- 
plete the  application  procedures,  or  dropped  out  after 
being  accepted.  It  would  seem,  therefore,  that  the  cali- 
ber of  the  advice  given  for  the  school  officials  must  not 
have  been  very  high  or  informative. 

The  most  successful  source  of  information,  in 
terms  of  actual  placements,  was*  that  provided  by  parents 
and  relatives.  Also,  the  fact  tnat  five  out  of  six  appli- 
cants had  a relative  in  the  same  union  in  which  they  were 
eventually  placed  indicates  that  the  "father-son"  prin- 
ciple seems  to  apply  indiscriminately  to  both  Negroes  and 
whites^  The  problem  is  that  Negroes  do  not  have  enough 

relatives  in  these  trades  to  rely  solely  upon  this  avenue 
alone . 

It  is  noteworthy  that  only  two  of  the  127  inter- 
viewees learned  of  apprenticeship  through  an  AIC  office. 
Seven  more,  however,  were  informed  of  it  through  contact 
with  an  employment  service  office. 
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Specific  Information  on  the 
Apprentice  Program  to  Which 
Entry  Was  Sought 

Having  become  interested  in  apprenticeship  in 
general,  the  prospective  applicant  selects  a specific  ap- 
prentice program  to  which  to  apply.  Table  A-2  indicates 
the  sources  of  specific  information  for  our  127  inter- 
viewees. Again,  the  sources  of  this  type  of  information 
are  widely  dispersed  yet  the  data  suggests  several  obser- 
vations. First,  the  most  singularly  successful  source  of 
specific  placements  of  Negroes  has  come  from  the  special 
private  programs  such  as  the  Workers  Defense  League  in 
New  York  and  the  Trade  Union  Leadership  Conference  in  De- 
troit. Ten  of  the  61  successful  placements  who  were  inter- 
viewed came  via  this  route.  Of  the  13  applicants  who  got 
their  specific  information  from  special  private  programs, 
only  two  were  rejected  by  the  unions  and  one  dropped  out. 
Secondly,  the  most  numerous  source  of  specific  informa- 
tion was  provided  by  municipal  human  relations  commissions 
(or  their  equivalents).  But  only  four  of  the  34  (about 
12  percent)  referred  to  specific  apprenticeship  programs 
were  actually  placed.  Thus,  it  would  seem  that  these  com- 
missions have  been  an  active  source  of  supply  of  appli- 
cants but  a poor  source  of  successful  placements.  It 


ERIC 


would  seem  that  these  commiss ions--because  of  an  absence 
of  private  programs  in  their  respective  cities--have  been 
forced  to  assume  recruitment  and  referral  responsibilities 
among  their  numerous  other  tasks,  and  often  have  paid  more 
attention  to  sending  as  many  individuals  as  they  could  lo- 
cate who  expressed  any  interest  in  apprenticeship  and  have 
been  less  interested  in  screening  and  preparing  Negroes 
to  qualify.  More  attention  should  be  given  by  these 
groups  to  qualitative  placement  efforts.  Thirdly,  only  a 
small  number  of  our  interviewees  had  any  relationship  at 
all  with  an  AIC.  Few  had  ever  heard  of  them.  Only  four 
of  the  61  Negro  apprentices  interviewed  were  referred  by 
an  AIC.  The  placement  success  of  several  other  sources 
approaches  or  equais  that  of  the  interviewees  who  went 
through  the  AIC  channel  with  its  more  accessible  informa- 
tion, available  counselors,  and  advanced  testing  facili- 
ties. 

Test  Experience  of  Negroes 
Admitted  into  Formal 
Apprenticeship  Programs 

Testing  has  been  a central  issue  concerning  the 
admission  of  Negroes  to  apprentice  programs.  The  experi- 
ences of  the  61  Negro  appr e nt ices 


interviewed  during  this 


447 


study  are  presented  in  Table  A-3.  As  is  clear,  the  testing 
requirements  of  local  unions  vary  widely.  Thirty  of  our 
interviewees  were  admitted  after  passing  written  tests, 
which  were  either  given  alone  or  in  conjunction  with  oral 
examinations;  29  others  who  were  admitted  were  not  re- 
quired to  take  any  written  examinations.  In  other  words, 
almost  half  of  the  Negro  apprentices  interviewed  gained 
admission  without  being  asked  to  take  written  tests. 
Moreover,  in  at  least  two  instances  where  written  tests 
were  given,  the  Negro  youths  were  given  copies  of  the 
test  in  advance  by  a sympathetic  JAC  official.  In  another 
instance,  the  Negroes  taking  the  written  test  were  given 
permission  to  swap  papers  during  the  examination.  The 
only  one  who  failed  was  the  one  person  who  sat  at  a table 
by  himself.  Moreover,  mention  should  be  made  of  the  ex- 
periences of  the  Negro  applicants  who  were  given  special 
tutoring  through  the  WDL  and  the  New  York  printers  pro- 
grams, and  who  then  successfully  passed  the  written  exam- 
inations. Those  who  attended  these  special  classes  were 
unanimous  in  stating  that  they  felt  the  prep  sessions 
spelled  the  difference  between  passing  and  failing.  In- 
deed, we  saw  in  our  discussion  of  these  programs  that  the 
prep  sessions  made  significant  differences  in  the  success 
of  Negro  applicants  in  passing  tests. 


TABLE  A-3 


NEGRO  APPRENTICES:  WRITTEN  TESTS  AND  ORAL  TEST  EXPERIENCE 

OF  NEGRO  APPLICANTS  WHO  WERE  ACCEPTED 
INTO  APPRENTICE  PROGRAMS 

Written  test  only  11 

Oral  examination  (or  interview)  only  22 

Written  and  oral  examination  (or  interview)  19 
No  written  or  oral  examinations  given  7 

Information  not  clear  from  interview  2 


Total 


61 


It  is  difficult  to  draw  a specific  conclusion 
concerning  whether  or  not  tests  represent  a more  formidable 
barrier  to  Negroes  than  to  whites  taking  the  same  examina- 
tions. It  is  clear,  however^  that  when  Negroes  are  given 
special  preparation  to  take  the  tests  or  where  they  are 
not  required  to  take  written  examinations,  entry  is 
greatly  facilitated.  It  is  likely,  of  course,  that  such 
would  be  the  case  for  any  group.  As  discussed  in  Chap- 
ter II,  however,  without  special  preparation  Negroes 
generally  have  not  done  as  well  as  whites  on  written 
test  s . 

Educational  Background 
of  Interviewees 

Table  A-4  indicates  the  educational  background 
of  the  1<2 7 interviewees.  The  most  obvious  conclusion  to 
be  drawn  from  these  findings  is  the  prevalence  of  those 
who  attended  regular  (or  academic)  high  schools.  Of 
course,  since  regular  high  schools  are  more  numerous  than 
any  other  kind,  the  likelihood  is  strong  that  any  inter- 
viewee would  have  attended  these  regular  institutions. 
Moreover,  many  academic  high  schools  offer  a variety  of 
course  curricula  to  their  students.  Nonetheless,  the 
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number  of  Negroes  attending  academic  high  schools  and 
those  who  have  obtained  additional  education  beyond  high 
school  imply  that  those  with  such  backgrounds  find  appren- 
ticeship programs  more  accessible.  A vocational  education 
does  not  increase  one’  s chance  for  entry  into  an  appren- 
tice program;  if  any  pattern  prevails  from  our  limited 
sample,  the  reverse  is  the  case. 

Rejectees 


Table  A-5  shows  that  of  our  25  interviewees  who 
were  rejected  for  apprentice  programs,  14  failed  written 
tests  and  six  were  rejected  after  their  oral  interviews. 
Thus,  80  percent  of  the  rejectees  interviewed  during  this 
study  were  turned  down  during  the  qualification  phase  of 
the  admission  process.  It  is  logical,  of  course,  to  ex- 
pect that  failure  to  pass  an  examination  would  be  the  most 
prevalent  reason  for  rejection  for  any  program  which  has 
more  applicants  than  openings  in  its  program. 


Those  Who  Failed  to  Complete 
Admission  Requirements 


Table  A-6  presents  the  reasons  cited 
interviewees  who  expressed  an  initial  interest 


by  the 
in 
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TABLE  A- 5 

REASONS  THAT  NEGRO  APPLICANTS  WERE  REJECTED 
BY  APPRENTICE  PROGRAMS  TO  WHICH 
THEY  HAD  APPLIED 


Failed  -written  test  (no  oral  given) 

Within  age  qualification  when  applied  but  when  ap- 
plication- was  processed  at  later  date  applicant 
was  too  old 

Failed  oral  test  (after  having  taken  written  exam) 

Told  no  class  was  going  to  be  formed  that  year 

Forgot  to  bring  medical  report  on  his  health  to 
oral--not  allowed  to  proceed  with  interview 

Not  a high  school  graduate 


Total 


25 


\-.S 


f 


(CABLE  A- 6 


REASONS  FOR  FAILING  'TO  COMPLETE  APPLICATION  REQUIREMENTS 
TO  APPRENTICE  PROGRAMS 


NOTE*  The  number  of  reasons  exceed  the  number  of  interviewees  because  some 
tion°antS  "ad  m°re  than  °ne  reason  for  not  completing  their  applica- 


Time  lapse  between  submission  of  application  and  the 
beginning  of  the  program  was  too  long 

Union  never  notified  applicant  after  he  had  submitted 
initial  forms 

Arrived  late  for  written  examination--denied  permission 
to  take  test 


Could  not  get  off  from  work  on  the  day  that  written 
examination  was  given 

Did  not  want  to  fake  pay  cut 

Decided  to  go  to  college 

Was  not  re.ally  interested  in  the  trade  to  which  he  applied 

Was  poorly  informed  as  to  what  apprenticeship  is  (applied  to 

painters  program  because  he  wanted  to  be  an  artist 

was  disappointed  when  found  out  what  it  was) 

Forgot  Admission  letter  to  written  test--denied 
permission  to  take  test 

Asked  friend  to  submit  application  while  he  was  away  but 
friend  forgot 

Out  of  town  until  after  date  for  submission  of  application 
had  passed 

Could  not  contact  Human  Relations  staff  official  in 
time  to  submit  application  before  deadline 

Had  other  things  to  do"  instead  of  turning  in 
application  form 

Thought  fees  were  unreasonably  high 


2 

1 

2 

4 

2 

1 

3 


1 

1 

1 

1 

2 

1 

1 

23 


Total 


apprenticeship  but  who  subsequently  failed  to  complete 
all  of  the  admission  requirements.  No  clear-cut  pattern 
emerges  from  this  table.  However,  many  of  these  appli- 
cants apparently  were  recruited  too  hastily  and/or  were 
poorly  informed  of  the  nature  of  a vocation  in  the  skilled 
trades.  Other  studies  of  those  who  failed  to  complete  the 
requirements  take"  from  our  city  studies  indicate  a variety 
of  reasons.  However,  it  was  noted  in  our  Cleveland  study 
that  xhe  single  most  important  reason  given  was  "decided 
to  go  to  college." 

The  Dropout  s 

Negro  participation  in  apprenticeship  programs 
can  be  increased  in  two  ways:  by  increasing  the  number 

admitted  and  by  decreasing  the  number  who  drop  out  after 
having  been  admitted.  (it  should  be  emphasized  that  very 
few  of  our  interviewees  related  any  trouble  of  a racial 
nature  after  they  got  on  the  job  and  none  of  them  dropped 
out  for  this  reason.)  Table  A-7,  therefore,  assumes 
special  significance  since  it  is  concerned  with  rea sons 
that  10  interviewees  voluntarily  left  apprenticeship  train- 
ing after  having  once  been  admitted.  Three  of  the  drop- 
outs did  so  in  order  to  go  to  colleges  or  univer sit ie s , 
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TABLE  A- 7 

REASONS  FOR  DROPPING  OUT  OF  AN  APPRENTICE 
CLASS  AFTER  HAVING  BEEN  ADMITTED 


Decided  he  wanted  something  else  2 

Lack  of  steady  work  2 

Would  have  to  move  to  location  of  job  1 

Wanted  to  go  to  college  1 

Did  not  like  outdoor  work  1 

Did  not  like  manual  work  (returned  to  college)  1 

Found  work  not  challenging  enough  (gone  on  to 

graduate  school-had  a college  degree)  1 

Wanted  job  with  more  money  and  more  responsibility  1 

Total  10 


i 


i 
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4.56 


The  other  reasons  vary  but  it  does  seem  that  several 
underwent  serious  disillusionment  after  becoming  appren- 
tices. It  is  conceivable  that  better  counseling  and  prior 
information  about  what  apprenticeship  entails  could  have 
avoided  some  of  these  problems.  It  is  this  type  of 
knowledge  that  is--for  understandable  reasons--most  diffi- 
cult for  the  Negro  community  in  general  and  civil  rights 
groups  in  particular  to  obtain.  Since  there  is  only  a 
^®6l^6tble  number  of  Negroes  who  have  served  apprentice— 
ships,  it  is  almost  impossible  for  many  Negroes  to  have 
an  awareness  of  the  actual  nature  of  an  apprenticeship 
program.  Frequently,  they  do  not  even  know  the  most 
elementary  things--such  as  that  the  work  is  frequently 
outdoors  during  winter  months,  that  it  is  necessary  to 
attend  classes  (often  at  night),  and  that  there  are  many 

nepotistic  traditions  in  almost  all  apprentice  programs. 

< 

In  Cleveland  for  example,  af'tetf  extensive  efforts  by 
civil  rights  groups,  a Negro  applicant  became  the  first 
of  his  race  to  be  accepted  as  an  apprentice  in  a particu- 
lar trade.  Although  the  young  Negro  apprentice  had 
possessed  the  abilities  to  qualify,  he  was  totally  unaware 

t 

of  the  traditions  surrounding  apprenticeship.  He  began 
to  receive  some  hazing  from  the  journeymen  and  was  asked 
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to  run  such  menial  errands,  usually  required  of  appren- 
tices, as  getting  coffee  and  putting  tools  away  for  the 

t • 

journeymen.  He  felt  he  was  being  discriminated  against 
unjustly  and  was  on  the  verge  of  becoming  a dropout.  It 
was  not  until  the  Urban  League  investigated  that  they  dis- 
covered that  2,11  apprentices  are  hazed  during  their  first 
year.  The  Negro  apprentice  was  being  exposed  to  one  of 
the  many  informal  traditions  that  surround  the  institution 
of  apprenticeship.  Informed  of  this,  he  returned  to  his 
job  and,  subsequently,  has  progressed  satisfactorily  in 
his  training.  Yet,  for  lack  of  being  properly  indoc- 
trinated before  entering  the  program,  the  accumulated 
hours  of  effort  by  many  people  in  recruiting,  preparing, 
and  pressing  for  his  admission  could  all  have  been  for 
naught.  There  were  a few  cases  among  our  interviewees 
where  Negro  youngsters  would  have  dropped  out--or  actu- 
ally did  so--and  were  deterred  from  doing  so  by  the  civil 
rights  groups  who  helped  get  them  in  initially. 

Thus,  while  much  of  the  thrust  for  increasing 
Negro  participation  in  these  programs  has  centered  upon 
obtaining  and  dispensing  information  about  when  union  pro- 
grams are  accepting  applications,  where  applications  can 
be  obtained,  and  the  examination  dates,  far  too  little 
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attention  has  been  given  to  providing  the  type  of  informa- 
tion which  explains  the  nature  of  apprenticeship  itself. 

To  help  reduce  the  dropout  problem  (and  therefore  contrib- 
ute to  increasing  Negro  participation),  it  is  imperative 
that  this  type  of  knowledge  be  given  to  Negro  apprentice 
applicants.  Possibly  the  industrial  training  advisors  of 
BAT  could  be  of  assistance  in  this  educational  chore.  If 
not,  then  maybe  representatives  from  various  JACs  could 
periodically  meet  with  civil  rights  leaders,  school  coun- 
selors, and  AIC  officials  in  order  to  inform  them  of  these 
vital  kinds  of  basic  facts. 
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QUOTATIONS  FROM  INTERVIEWS  WITH  VARIOUS  OFFICIALS 
CONCERNED  WITH  THE  APPRENTICESHIP  QUESTION 


COUNSELING 


New  York 


Workers  Defense  League  Official 

Another  problem  is  that  the  information  that  has 
been  fed  down  to  th«se  kids  concerning  apprenticeship  pro- 
grams has  been  very  bad.  This  is  especially  true  of  the 
advice  given  by  school  counselors. 


Cleveland 


BAT  Official 

The  counselors  in  the  predominantly  Negro  schools 
rarely  inform  the  students  about  apprenticeship.  They 
usually  do  not  know  much  about  the  job  market.  They 
usually  advise  the  good  students  to  go  to  college  and  fol- 
low in  my  footsteps.  They  overlook  the  skilled  trades. 


Cleveland 


BAT  Official 

The  school  and  industry  people  continue  to  damn 
each  other.  There  is  a great  need  for  cooperation  on  the  • 
part  of  these  groups.  The  school  people  criticize  the 
union  people  because  they  feel  that  the  unions  are  not 

doing  enough  for  the  less  than  gifted  ki  s.  They  were 
I * 

I 

j 


ERIC 


particularly  critical  of  the  union  standards,  nepotism, 
and  tests.  On  the  other  hand,  however,  the  counselors 
are  showing  partiality  to  the  white  collar  and  professional 
occupations.  They  seem  to  think  that  it  is  disgraceful  to 
work  with  your  hands.  Apprenticeship  is  nothing  to  he 
ashamed  of* 1. 


Cleveland 


High  School  Counselor  ( Negro  High  School) 

Programs  to  increase  the  qualifications  of  Ne- 
groes for  apprenticeship  programs  should  go  all  the  way 
hack  to  the  Junior  High  School  level.  It  is  that  time 
that  it  is  necessary  to  make  plans  for  his  courses  to 
take  proper  curricular  selection,  etc.  It  is  really  too 
late  hy  the  time  Negroes  become  Seniors  and  then  find 
out  that  they  have  taken  all  the  wrong  courses.  In 
Cleveland,  the  Negro  population  is  concentrated  in  the 
East  Side.  The  East  Side  schools  are  not  equipped  to 
properly  prepare  students  for  apprenticeship.  They  lack, 
for  example,  the  proper  shop  equipment,  the  latest  ma- 
chinery, etc. 

Most  Negro  hoys  do  not  ever  conceive  of  an  op- 
portunity for  vocation  in  one  of  the  craft  trades.  It 
is  a new  occupational  outlook.  They  are  very  suspicious 
all  the  way  when  a counselor  attempts  to  suggest  that  a 
hoy  with  aptitude  toward  one  of  the  crafts  actually  enter 
one  of  the  crafts. 

I invited  Bill  Wehh  regional  director  of  BAT  to 
come  out  and  speak  to  the  senior  class.  Following  his 
speech,  55  boys  lined  up  in  my  office  expressing  an  in- 
terest in  apprenticeship.  This  does  show  that  there  is 
an  interest  once  the  apprenticeships  are  explained  to 
Negroes.  Consequently,  it  has  been  suggested  that  lists 
should  be  compiled  of  students,  Negro  students  especially, 
interested  in  apprenticeship  and  see  what  happens  to 
them  after  they  apply  for  apprenticeship  programs.  That 
is  to  follow  up  on  their  interest.  The  Department  of 
Labor  officials  here  in  Cleveland  have  stated  that  if  we 
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could  find  the  bodies,  they  would  get  the  locals  to  com- 
ply. So  far,  nothing  has  been  done.  The  locals  here  in 
Cleveland  have  been  cracked,  but  they  need  the  help  of 
the  Federal  Government.  So  far,  we  are  not  getting  it. 
Especially  from  the  Department  of  Labor. 


Detroit 


President  s Committee  on  Equal  Employment  Onportunitv 
Official 

The  counselors  in  the  schools  are  so  busy  hand- 
ling social  problems,  they  don't  do  and  cannot  properly 
perform  their  counseling  duty.  Consequently,  even  if .you 
do  have  the  best  trained  counselors  possible,  they  would 
not  have  time  to  do  a good  job  for  proper  counseling,  with 
respect  to  the  apprenticeship  area. 

I can  get  people,  but  I cannot  get  them  into  the 
apprenticeship  program.  In  other  words,  the  work  is  there, 
the  qualified  people  are  there,  but  currently  it  is  im- 
possible to  get  them  into  the  apprenticeship  classes. 


EDUCATION  AND  EXPERIENCE 


Detroit 


School  Official 

The  education  system  here  in  Detroit  has  lacked 
a program  to  orient  people  toward  the  building  trades. 
Many  that  come  here  interested  in  apprentice  trainin  or 
something  on  this  line  have  never  had  any  courses  in  shop 
or  any  drawing  courses,  and  very  little  math.  And  these 
people  for  some  reason  feel  that  they  want  to  become  a 
craftsman  ...  but  they  lack  the  preparation. 
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New  York 


Workers  Defense  League  Official 

Vocational  school  education  gives  absolutely  no 
background  for  some  building  trades — as  for  example, 
bricklaying . 


Newark,  N.J. 

U.  S.  Government  Official 

The  contractors  bid  jobs  on  a basis  of  competi- 
tion between  each  other.  Therefore,  they  need  qualified 
help.  On  the  other  hand,  Civil  Rights  Groups  claimed  that 
they  have  been  frozen  out  of  apprenticeship  programs.  But 
in  Essex  County,  the  Civil  Rights  Groups  could  find  only 
five  Negroes  who  were  interested  in  being  a plumber. 
Vocational  Schools  simply  do  not  produce  students  who  can 
be  apprentices.  All  the  union  apprentice  programs  re- 
quire a high  school  diploma,  experience  on  the  job,  and 
passing  a written  and  oral  exam.  Negroes  do  not  have  the 
education.  Also  Vocational  Schools  do  not  provide  ade- 
quate background.  In  the  past  in  many  of  the  apprentice- 
able  trades  and  today  in  many  cases  also,  the  sons  of 
journeymen  were  used  in  summers  working  under  work  permits. 
Consequently,  they  got  experience  by  the  time  it  became 
time  to  take  the  apprenticeship  written  and  oral  examina- 
tion. Through  their  experiences  on  the  job  they  were  and 
have  been  able  to  perform  better  than  many  of  the  Negroes. 


Houston 


BAT  Official 

The  biggest  problem  that  faces  the  Negro  is  two 
fold.  First  he  needs  a vastly  improved  educational 


background  along  with  a domestic  environment  that  is  con- 
ducive to  acceptance  and  encouragement  of  careers  in  the 
skilled  crafts.  Second,  is  the  need  for  sufficient  and 
proper  dissemination  of  information  with  respect  to  the 
opportunities  that  exist  in  the  skilled  crafts. 


Detroit 


UAW  Skilled  Trades  Official 

Furthermore,  any  college  dropout s--people  who 
have  been  to  college  for  one  or  two  years  or  are  going  to 
night  classes--have  tended  to  do  very  well  on  the  test  for 
apprenticeship  openings,  far  better  of  course,  than  the 
people  who  come  directly  from  high  school. 

The  Vocational  School  backgrounds  are  very  bad, 
as  a source  of  training  for  apprenticeship.  Many  appren- 
tices today  come  from  Community  Colleges  where  they  are 
often  taught  by  academicians  rather  than  by  skilled  crafts 
men  themselves. 


Cleveland 


Community  Relations  Board  Official 

Since  the  schools  here  in  Cleveland  have  not 
been  preparing  adequately  Negro  students  especially  to 
qualify  for  Union  apprenticeship  programs,  it  has  made  it 
very  easy  for  Unions  to  exclude  Negroes.  Furthermore, 
most  unions  as  part  of  their  interviewing  processes  requir 
that  an  applicant  have  some  knowledge  of  the  trade.  This 
is  a requirement  that  is  impossible  to  do  for  a Negro 
especially  if  he  has  not  had  any  chance  to  be  in  contact 
with  the  Union  or  with  the  trade.  Consequently,  he  can 
get  no  points  for  having  had  work  experience.  Further- 
more, many  of  the  union  qualifications  allow  a certain 
number  of  points  on  dress  and  appearance.  This  doesn't 
make  any  sense  to  me.  Here  in  Cleveland,  there  have  been 
efforts  made  to  orient  graduates  on  the  possibilities  of 


entering  apprenticeable  trades.  The  Negro  high  school 
seniors -have  been  quite  receptive  to  the  idea.  Only  to 
then  find  out  that  when  they  file  applications,  they  meet 
many  serious  roadblocks.  This  ruins  their  initiative  and 
the  initiative  of  others.  Consequently,  Negro  high  school 
students  are  very  suspicious  of  trade  unions,  as  are  the 
counselors  of  these  students.  This  year,  17  boy » who 
graduated  from  one  high  school  were  taken  to  a local  union, 
they  were  escorted.  They  were  all  interested.  They  took 
time  to  report  for  the  test.  When  the  day  came  for  the 
final  test,  many  of  them  received  letters  saying  that  they 
were  not  eligible  to  take  the  test.  No  notice,  however, 
was  given  to  the  Community  Relations  officials.  Conse- 
quently, we  were  at  a loss  to  understand  why  many  of  these 
Negro  boys  did  not  show  up  to  take  the  test.  We  could  not 
explain  why  they  didn't  show  up.  As  it  was,  they  were 
tricked.  All  but  two  of  the  17  boys  got  letters.  We 
are  currently  investigating  this  particular  case  right 
now,  for  possible  prosecution. 


Washington,  D.C. 


President1  s Committee  on  Equal  Employment  Opportunity 
Official 


Vocational  training  in  Washington  has  been 
utilized  as  a source  of  placing  drop-outs  from  the  aca- 
demic curriculum,  but  there  has  been  an  increasing  ten- 
dency for  the  apprenticeship  tests  t®  emphasize  mathe- 
matics and  English  which  are  not  stressed  in  a Vocational 
Curriculum  in  Vocational  Schools.  Why  has  this  suddenly 
become  necessary?  The  formal  education  requisites  asso- 
ciated with  apprenticeship  programs  seem  to  have  been 
raised  with  the  immia^nce  of  Negro  applicants  for  appren- 
ticeship programs. 


i 
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Detroit 

AFL-CIO  Regional  Official 


Preapprenticeship  programs  are  very 
minority  youths.  This  is  essentially  because 
youths  typically  do  not  get  the  proper  school 
to  compete  with  the  more  advanced  white  kids, 
more,  the  counselors  tend  to  steer  the  minority  kids  into 
the  easiest  courses  in  high  school. 


good  for 
minority 
background 
Further- 


RECOMMENDATIONS 


Detroit 


UAW  Skilled  Trades  Official 

1 Discrimination  is  one  problem,  but  aptitude  is 

another . Many  of  the  Negro  youths  have  never  seen  a ma- 
chine. And  moreover  most  underprivileged  youths  do  not 
stack  up  on  tests.  Consequently,  preapprenticeship  pro- 
grams are  the  answer  to  a social  problem.  We  get  high 
hopes  that  it  will  help  these  underprivileged  people  in 
making  tests  and  actually  being  able  to  compete  with 
people  with  better  backgrounds.  New  technologies  are 
causing  the  necessity  to  reevaluate  constantly  the  ap- 
prenticeship program.  Furthermore,  technology  is  causing 
problems  with  respect  to  union  standards.  There  is  in  a 
sense  a need  for  post journeymen  training. 


• 


Cleve land 


Federal  Government  Official 


The  Labor  Department  has  not  used  its  power  in  this 
area.  It  should  use  injunctions  to  get  more  results. 
Furthermore,  the  government  itself  has  become  a major 
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factor  in  the  construction  field.  Not  only  the  GSA  hut 
also  the  Defense  Department,  the  Atomic  Energy  Commission, 
etc.,  do  a great  deal  of  building.  Not  to  mention  the  en- 
tire Federal  Road  building  program.  The  Federal  Govern- 
ment should  get  figures  on  employment  on  all  of  its  own 
construction  jobs  and  then  use  its  injunction  powers  to 

enforce  and  dictate  the  same  attempts  put  forth  on  private 
industry. 


Detroit 


Trade  Union  Leadership  Council  Official 

What  is  needed  is  the  ferreting  out  of  inter- 
ested students  in  apprenticeship  programs.  Moreover  there 
is  need  to  help  motivate  Negro  youths  toward  apprentice- 
ship  programs.  Also  there  is  need  to  educate  the  Negro  * 

community.  Especially  the  Civil  Rights  groups  concerning 
the  apprenticeship  programs ‘themselves.  The  Civil  Rights  ^ 

groups  recently  used  union  practices  as  a rallying  device,  y.j) 

but  very  few  of  them  actually  understand  apprenticeship 
themselves. 


MOTIVATION 


Washington,  D.C. 


Urban  League  Official 

The  Negro  youths  with  high  motivation  and 
abilities  are  motivated  toward  white-collar  jobs.  Conse- 
quently, qualified  Negroes  have  preferred  to  go  to  jobs 
on  the  lower  income  rungs  of  white-collar  jobs.  They 
would  prefer  to  take  lower-paying  white-collar  jobs  than 
higher-paying  blue-collar  jobs,  as  a matter  of  status,  oft 
times  in  the  Negro  community.  Education  concerning  the 
middle  level  of  opportunities  is  what  is  needed  in  those 
occupations  which  has  less  status  but  provides  more  in- 
come. 

* N 
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Washington,  D.C. 


AIC  Official 

There  are  plenty  of  qualified  Negroes  here  in 
Washington.  But  the  problem  is  th©  qualified  Negroes  do 
not  go  into  apprenticeship.  Those  who  are  qualified  don't 
want  to  work  at  the  trades  so  to  speak. 


Detroit 


School  Official 

Recently  the  Superintendent  of  Schools  for  De- 
troit asked  me  if  I could  supply  him  with  a list  of  100 
names  of  possible  Negro  apprentices.  I said  I could  not. 
That  it  would  be  impossible  for  several  reasons.  First, 
most  Negro  kids  today  who  graduate  from  high  school  are 
highly  motivated  towards  college.  Secondly,  there  has 
been  discrimination  in  the  past  in  certain  unions,  conse- 
quently there  has  been  a hesitancy  about  applying  to  these 
unions.  Thirdly , there  has  been  a very  poor  job  done  by 
unions  and  by  public  officials  explaining  that  currently 
the  door  is  open. 


Detroit 


Trade  Union  Leadership  Council  Official 

The  entire  issue  is  a very  complex  one.  Negroes 
of  very  high  achievement  level  go  on  to  college.  They  are 
simply  not  made  aware  of  opportunities  in  apprenticeship 
areas.  Many  Negroes  don't  understand  the  nature  of  the 
problem.  Trade  Union  Leadership  Council  (TULC)  has  asked 
the  Board  of  Education  to  help  locate  interested  and  po- 
tential applicants,  and  to  make  school  counselors  aware  of 
the  apprenticeship  field,  and  to  make  the  students  aware 
of  the  subject.  TULC  has  sent  applicants  to  the  nonunion 


Negro  electrical  association  here  in  Detroit.  Not  to  the 
electrical  union. 


Pittsburgh 


President's  Committee  on  Equal  Employment  Opportunity 
Official 

In  Pittsburgh  the  Urban  League  has  been  discus- 
sing apprenticeships  in  the  Negro  high  schools.  They  had 
150  Negroes  who  expressed  an  interest  in  apprenticeship. 
The  Urban  League  disqualified  a 13.  but  19  and  they  referred 
them  to  We st inghouse ; of  that  number,  eight  were  accepted. 
None  of  the  150  applicants  had  any  interest  at  all  in 
building  trade  apprentices.  The  Urban  League  claimed  that 
it  was  due  to  the  exclusion  in  the  past.  The  students 
felt  that  if  they  were  accepted  it  would  only  be  as  a 
form  of  tokenism. 

Most  Negroes  seem  to  want  white-collar  jobs, 
those  that  are  capable  of  applying  for  apprenticeship. 


Pitt  sburgh 


Urban  League  Official 

The  problem  that  the  Urban  League  has  faced  is 
that  the  kids  we  are  asking  for  are  typically  college- 
bound,  Secondly,  the  kids  who  would  be  interested  in  ap- 
prenticeship programs  don1 t know  anything  about  them. 

They  lack  any  visual  focus  concerning  apprenticeship. 


Detroit 


AFL-CIO  Regional  Official 

Negro  kids--the  kind  of  kids  that  the  trades 
unions  and  craft  unions  especially  are  looking  fcr--are 
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oriented  toward  college.  In  part  this  is  due  to  the  past 
in  which  Negro  parents  realized  that  there  was  very  little 
opportunity  for  their  kids  in  these  areas.  Consequently, 
they  have  tended  to  turn  them  wherever  possible  toward  the 
professions.  Consequently,  there  has  been  a need  for  a 
change  in  the  attitude  of  the  Negro  parents  to  try  to  moti- 
vate their  kids  to  move  toward  the  trades. 


APPRENTICESHIP  INFORMATION  CENTERS 


New  York 


Workers  Defense  League  Official 

The  AIC  has  provided  no  information.  In  fact 
many  people  in  the  State  Employment  Agency  don*  t seem  to 
know  that  there  is  a city  AIC.  The  AIC  has  been  nonwork- 
able  in  New  York  City.  Mainly,  because  it  is  impossible 
for  the  city  to  get  information  from  the  unions.  Conse- 
quently, the  AIC  alone  is  not  sufficient  to  create  much 
advancement  in  this  area.  Moreover  these  types  of  centers 
typically  attempt  to  build  up  a placement  record.  Conse- 
quently, they  discourage  the  hard  placements  in  order  to 
keep  a good  record.  They  shy  away  from  the  apprenticeship 
area.  Therefore,  state  employment  security  agencies  are 
not  typically  very  effective  in  filling  openings  in  ap- 
prenticeship programs.  The  amount  of  work  that  is  re- 
quired to  secure  a placement  in  an  apprenticeship  is  ex- 
tremely long  and  extremely  costly  and  the  results  are  a 
very  small  numerical  return. 


Philadelphia 

President^  Committee  on  Equal  Employment  Opportunity 
Official 

There  is  no  AIC  in  Philadelphia.  BAT  has  con 
sistently  resisted  efforts  to  establish  such  centers  in 
the  city. 


Philadelphia 


BAT  Official 

AICs  were  discussed  for  Philadelphia.  It  was 
decided  not  to  introduce  them  in  the  city.  Instead,  state 
Youth  Opportunity  Centers  (YOCs)  were  established;  conse- 
quently, there  are  three  of  them  in  Philadelphia  today. 

It  was  felt  that  they  would  suffice  to  cover  the  needs 
of  the  city.  Also,  there  w^is  no  positive  community  inter- 
est for  the  establishment  of  AICs. 


Detroit 


Trade  Union.  Leadership  Council  Official 

The  AIC  has  still  not  done  too  much.  It  still 
tends  to  act  too  much  as  a reporting  agency.  If  the  AIC 
idea  fails,  it  is  goi»&  to  be  very  bad.  On  the  advisory 
board  for  the  AIC,  you  have  all  the  people  who  have  the 
power  to  correct  this  matter.  The  important  point  is, 
however,  that  they  haven’t  done  anything  about  it. 


Cleveland 


Community  Relations  Board  Official 

With  respect  to  the  AIC,  "it  is ‘a  job."  In 
other  words,  it  is  a waste  of  money.  It  has  made  no  con- 
tribution 0.t  all.  It  is  really  only  window  dressing.  As 
an  indication  of  the  inaction  of  the  AIC,  the  Human  Re- 
lations Board  has  recently  been  attempting  to  give  infor- 
mation to  counselors  concerning  apprenticeship  programs. 
This  is  somethimg  that  the  AIC  should  have  done,  but  it 
has  done  nothing.  In  fact,  the  AIC  still  has  not  re- 
ceived the  standards  from  all  the  locals. 


Detroit 


President'  s Committee  on  Equal  Employment  Opportunity  Of- 
ficial 


With  the  respect  of  apprenticeship  information 
centers,  the  group  has  not  done  anything  to  heat  the 
hushes  to  really  recruit  people,  especially  minority 
people  for  apprenticeship  programs.  The  Urban  League, 
however,  has  sent  some  people  to  the  Apprentice  Informa- 
tion Center. 


TESTING 


Cleveland 


BAT  Official 

Where  the  various  JAC  have  been  under  fire  by 
the  Civil  Eights  groups  and  other  pressure  groups  they 
have  called  in  a third  party  to  do  the  testing.  They 
usually  get  the  public  Employment  Service  to  do  the  apti- 
tude testing.  To  some  people  this  might  seem  to  be  a 
fair  practice.  But  it's  not  very  significant.  Because 
the  unfair  practices  are  usually  committed  when  the  union 
administers  the  written  and  oral  exams. 


New  York 


Building  and  Construction  Trades  Official 

The  city  of  New  York  has  various  skilled  trades 
on  its  payroll  who  do  various  repairs  In  the  building 
work.  In  all  these  special  classifications  the  city  gives 
tests.  As  a result  there  have  been  very  few  minority 
people  who  have  passed  the  test  given  by  the  city.  Those 
that  do  pass  the  city  test  are  the  same  kind  of  people 


that  can  pass  the  test  given  by  the  union  for  admission 
Jn  their  apprenticeship  program.  Why  don' t these  minority 
people  apply  to  the  city?  They  get  the  same  pay  rates; 
they  have  250  days  guaranteed  employment  a year,  etc.  The 
point  is  that  they  cannot  pass  the  test  which  is  given 
impartially  to  all  applicants. 


Pitt  sburgh 

Plumbers  Union  Official 

The  oral  exam  definitely  has  more  weight,  it 
was  designed  that  way. 


Cincinnati 


Roofers  Union  Official 

The  apprenticeship  school  program  has  done  the 
Negro  more  harm  than  good.  Before  we  had  this  damn  school 
and  all  thes^  damn  tests  things  weren' t so  bad.  I would 
recommend  that  the  apprenticeship  program  be  thrown  out 
of  the  window.  Our  standards  are  unbelievable.  I can't 
pass  the  test  myself.  Some  of  this  stuff  is  too  tough. 
Furthermore,  it'  s not  necessary. 


Detroit 


Ironworkers  Union  Official 

Apprentices  are  much  better  qualified  since  we 
have  set  up  the  standards  with  BAT.  We  are  getting  some 
pretty  smart  boys.  There  was  a time  when  you  could  de- 
scribe an  Ironworker  as  someone  who  wore  a size  40  shirt 
and  a size  3 hat.  This  is  no  longer  true.  Also  there 
was  a time,  in  the  old  days,  when  they  were  all  whiskey 
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heads.  They  still  drink  a lot,  the  old  ones  that  is,  but 
we  are  getting  a much  better  quality  of  apprentices  these 

y S a 


The  oral  exam  was  designed  to  li  weed— out  undesir- 
able applicants."  For  example,  we  had  a fellow  apply  who 
had  worked  for  five  years  as  a hairdresser.  Wo  were  kind 
of  suspicious.  You  know  that' s quite  a jump  from  a hair- 
dresser to  an  ironworker.  We  asked  him  why  he  wanted  to 
get  into  the  program,  he  said  he  liked  the  money.  We 
turned  him  down  because  we  did  not  think  he  was  really 
interested  in  this  trade. 


IMPEDIMENTS  TO  PROGRESS 


New  York 


Workers  Defense  League  Official 


One  problem  that  we  have  run  into  with  appren- 
ticeship is  the  fact  that  a person  graduates  from  Jiis 
high  school  in  «une,  but  apprenticeship  programs  may  not 
begin  for  another  year  or  so.  Which  means  that  in  the 
meantime  he  has  gone  out  and  secured  a job  or  been  drafted. 
This  is  especially  true  of  minority  people  who  have  not 
come  from  families  of  craftsmen  and  who  are  not  familiar 
with  the  procedure  by  which  apprenticeship  testing  is  con- 
ducted and  the  time  when  classes  are  actually  convened. 


Houston 


School  Official 

To  begin  with,  there  is  a lack  of  openings  in  or- 
ganized labor  for  Negroes.  I feel  that  the  situation  is 
much  the  same  as  it  has  been  for  many  years.  Even  though 
qualified  workers  can  be  licensed  since  this  is  done  by 
the  state,  nevertheless,  they  have  difficulty  finding 
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rewarding  work  since  it  is  necessary  to  "be  a union  member 
to  work  on  many  types  of  jobs  or  pro ject s--constructlon. 

I am  not  at  all  happy  with  the  rate  of  progress 
in  the  area  of  training  in  general  and  apprenticeship  spe- 
cificaily.  There  is  a lack  of  pinpointing  of  responsi- 
bility on  any  single  individual  or  group  for  the  fact  that 
little  if  any  progress  has  been  made.  I feel  that  some 
sort  of  committee  or  group  should  be  vested  with  respon- 
sibility for  gathering  all  the  facts  and  then  making  sure 
that  they  are  known  by  those  in  a position  to  do  something 
about  the  problem.  I place  great  emphasis  on  involving 
the  citizenry  in • such  efforts  to  increase  the  participa- 
tion of  Negroes  in  a broader  spectrum  of  occupations. 


Pittsburgh 


Human  Relations  Commission  Official 

One  of  the  real  problems  in  Pittsburgh  is  the 
lack  of  motivation  by  both  the  eivil  rights  groups  and 
the  youths  themselves  to  really  push  this  issue.  No  one 
in  Pittsburgh  is  doing  anything  really  about  apprentice- 
ship programs.  Although  there  is  a great  deal  of  talk 
about  it. 


Philadelphia 


BAT  Official 

Certain  rules  such  as  those  of  Title  29  and  the 
new  state  standards  here  in  Pennsylvania  are  going  to  make 
it  even  more  difficult  to  increase  minority  participation. 
Under  the  written  rules,  you  must  have  a high  school  dip- 
loma or  its  equivalency. 
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New  York 


Building  and  Construction  Trades  Council  Official 

You  find  that  there  are  several  problems  in  in- 
creasing Negro  participation  in  apprenticeship  programs. 
First  of  all,  the  apprentice  has  to  have  a job.  Secondly, 
there  is  the  issue  of  recruitment,  of  finding  qualified 
applicants  for  the  apprenticeship  program--peop.Le  who  will 
stay  with  the  program.  Thirdly,  the  union  will  have  no 
part  of  any  type  of  reverse  discrimination,  simply  to  in- 
crease the  number  of  any  minority  groups  in  the  program. 
Those  people  who  are  studying  this  issue  of  minority  par- 
ticipation should  admit  that  recruitment  is  the  basic 
problem.  It  is  the  most  difficult  problem  of  all — re- 
cruitment of  qualified  applicants.  I hope  that  if  this 
report  should  find  that  recruitment  is  the  issue,  rather 
than  simply  discrimination,  that  it  will  not  hesitate  to 
point  out  that  fact  rather  than  what  people  want  to  hear. 

I hope  that  you  will  point  out  where  the  true  problem  lies 
and  will  not  hesitate  to  say  so  if  you  do  find  that  re- 
cruitment is  the  issue. 


Cincinnati 


Special  Recruitment  Program  Official 

We  know  that  there  were  several  skilled  Negroes 
here  in  Cincinnati,  and  that  practically  all  of  them  were 
nonunion  because  they  were  not  allowed  to  join  unions. 

We  concentrated  our  effort  at  the  journeymen 
level  because  we  felt  that  this  was  the  proper  place  to 
start.  We  felt  that  the  successful  placement  of  Negro 
journeymen  would  have  a great  impact  on  the  aspirations 
of  Negro  youths.  Most  Negro  kids  don' t know  what  appren- 
ticeship is.  Those  who  know  what  it  is  do  not  have  much 
faith  in  it.  They  don't  feel  that  they  will  be  accepted 
if  they  apply. 
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Cincinnati 


Special  Recruitment  Program  Official 

The  contractors  were  generally  cooperative,  hut 
they  were  afraid  of  the  reactions  of  unions.  They  were 
afraid  of  work  stoppages. 

We  also  ran  into  some  reluctance  on  the  part  of 
the  Negro  craftsmen: 

1.  The  Negro  craftsmen  who  are  nonunion  argued  that 
they  would  make  more  money  by  remaining  out  of 
the  unions.  They  argued  that  although  the  non- 
union pay  scale  is  lower  than  the  union  pay 
scale,  they  are  able  to  work  longer  hours. 

2.  Several  of  these  men  were  worried  about  the 

physical  danger  they  would  be  exposed  to.  One 
guy  put  it  this  way:  “it* s not  very  easy  to  work 

at  dangerous  heights  and  on  narrow  ledges  when 
you  are  working  next  to  guys  who  hate  your  guts." 

3.  The  one  Negro  who  penetrated  the  bricklayers 
unions  complained  that  he  was  given  the  most  dif- 
ficult assignments,  and  that  pressure  was  put  on 
him  by  the  white  workers.  He  mentioned  that  he 
was  often  placed  in  the  "corners,"  and  that  the 
white  workers  who  worked  at  his  sides  would  try 
to  step  up  the  pace  so  that  he  could  not  keep  up. 

4.  The  union  tests  were  extremely  difficult.  The 
Negro  craftsmen  felt  that  the  tests  were  unfair 
and  not  relevant  to  performance  in  the  trade. 

Two  union  business  agents  told  me  that  the  tests 
were  designed  to  keep  "undesirables"  out.  They 
told  me  that  many  of  the  journeymen  in  the  union 
cannot  pass  the  exams.  They  said  that  they  were 
not  opposed  to  Negro  entry  into  the  unions  but 
that  the  rank  and  file  members  are  opposed  to  it. 
They  also  mentioned  that  they  are  restricted  from 
doing  anything  about  it,  because  they  have  to  de- 
pend on  the  rank  and  file  for  votes. 
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5.  Many  of  the  laborers  were  reluctant  to  become  ap- 
prentices because  they  did  not  want  to  take  cuts 
in  pay,  and  because  they  did  not  x^ant  to  go  to 
school  after  working  an  eight-hour  day. 


Detroit 


Trade  Union  Leadership  Council  Official 

BAT  has  been  of  very  little  assistance  in  this 
area.  They  have  been  doing  things  a certain  way  so  long 
that  happenings  have  become  habits.  Furthermore,  most  of 
the  officials  of  BAT  are  from  the  craft  trades  themselves. 

If  BAT  really  felt  that  this  issue  of  Negro 
participation  is  a serious  problem,  that  would  make  a 
material  difference  in  this  area  here  in  Detroit. 

is 


Detroit 


Trade  Union  Leadership  Council  Official 

The  local  unions  lack  a commitment  to  the  civil 
rights  issue.  Apprenticeship  programs  are  typically 
dominated  by  the  labor  unions.  They  have  a leading  role 
with  them  as  far  as  selection  is  concerned.  Consequently, 
management  is  essentially  penned  in.  It  can  do  little 
actually  to  increase  selection  procedures. 


Pittsburgh 


President1  s Committee  on  Equal  Employment  Opportunity 
Official 


The  Urban  League  did  compile  a list  of  skilled 
Negro  workers  in  Pittsburgh;  none  of  them  were  sent  to 
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the  union.  Many  of  them  were  self-employed,  and  did  not 
really  want  to  join  a union.  Others  were  working  as  in- 
dependent contractors  and  a few  were  employed  by  others. 
These  Negro  skilled  workers  tended  to  fill  many  small  jobs, 
and  they  had  plenty  of  work  to  keep  themselves  busy.  In 
this  line  of  work,  work  tends  to  be  continuous  in  the  non- 
union sector  and  there  is  less  risk  cf  layoff. 

The  real  problem  is  in  obtaining  Negro  applica- 
tions. Smart  Negroes  simply  will  not  apply  for  appren- 
ticeship. They  have  far  bigger  ambitions.  The  top  Ne- 
groes today  want  to  go  to  college  rather  than  to  work 
with  their  hands. 

The  Negro  is  just  not  interested  in  applying  for 
apprenticeships  in  the  building  trades.  It  Is  very  dif- 
ficult to  get  him  to  even  make  application  today0  The 
Human  Relations  Commission  in  Pittsburgh  and  the  Urban 
League  have  had  a very  difficult  time.  In  fact  they  have 
not  been  able  to  furnish  an  interested  contractor  with 
a single  Negro  applicant  for  apprenticeship.  The  real 
problem  in  Pittsburgh  is  the  one  of  how  to  get  bodies; 
this  is  the  real  issue. 


Washington,  D.C. 


President*  s Committee  on  Equal  Employment  Opportunities 
Official 


With  respect  to  the  28  applicants  to  the  Sheet 
Metal  Workers,  the  Union  Hall  is  way  out  from  the  center 
of  the  Negroes*  population;  it  is  in  a white  neighborhood 
and  all  its  employees  and  officials  are  white.  It  is  a 
very  foreboding  place  for  a single  Negro  applicant  to  go 
on  an  interview.  Once  he  gets  to  the  Union  hall,  should 
he  go  in,  there  is  the  problem  as  to  whether  the  appli- 
cant has  been  informed  of  all  the  prerequisites.  There 
are  many  ways  to  circumvent  the  letter  of  the  law,  for 
example:  The  applicant  may  ask  the  Union  Official,  when 
he  fills  out  his  application  form,  about  the  prerequi- 
sites. The  official,  at  the  time  he  fills  out  the  appli- 
cation form,  tells  the  applicant  that  he  needs  to  show  his 
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high  school  diploma  with  his  application.  The  applicant 
does  not  have  it  with  him.  He  then  has  to  go  home  and  get 
his  diploma  and  return  to  the  union  hall,  paying  the 
transportation  costs  involved  himself.  He  is  then  told 
that  he  needs  to  supply  a birth  certificate  with  th;  ap- 
plication, so  he  must,  in  many  cases,  then  go  to  the 
Municipal  Center  in  Washington  to  get  a photo  copy  of  the 
birth  certificate,  for  which  there  is  usually  a charge  of 
at  least  $1.00.  He  then  returns  to  the  union  hall  only 
to  be  told  that  his  application  must  be  accompanied  by  a 
transcript  of  his  high  school  grades.  The  applicant  then 
must  go  to  the  high  school  and  request  a transcript. 
Usually,  a high  school  will  not  give  a transcript  directly 
to  the  applicant,  but  will  send  it  directly  to  the  union. 
This  procedure  can  also  lead  to  several  weeks  delay,  dur- 
ing which  time  the  transcript  is  actually  processed  and 
sent  to  the  union  hall  and  processed  by  the  union--which 
can  be  a lengthy  process,  if  the  union  desires.  Then  if 
all  the  above  conditions  are  met,  the  applicant  again 
goes  to  the  union  hall  only  now  to  be  told  that  he  needs 
to  show  proof  of  a physical  examination  that  he  is  quali- 
fied to  do  the  work.  Again  he  must  now  pay  the  cost  of 
the  exam  and  the  transportation  costs  back  and  forth  to 
and  from  the  union  hall  between  each  of  the  above  stages. 
This  is  an  indication  of  the  difficulties  involved  in 
getting  the  Negro  to  apply  for  apprenticeship  programs. 
There  is  no  reason  why  all  these  requisites  for  appren- 
ticeship application  cannot  be  stated  at  one  time  to  an 
applicant,  preferably  even  by  the  AIC  center. 


Washington,  D . C . 


President'  s Committee  on  Equal  Employment  Opportunities 
Official 

The  real  problem  to  increasing  Negro  participa- 
tion is  that  we  are  dealing  with  people  who  initially  did 
not  want  Negroes  in  their  programs. 


Then  there  is  the  entire  issue  of  test  evalua- 
tion. Ofttimes  the  building  contractors  claim  that  they 
do  not  discriminate,  and  would  have  no ‘ objections  to 
Negroes  working  on  their  jobs.  But  it  is  the  unions  with 
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which  they  deal  that  have  the  strongest  prejudices.  If 
the  contractor  raised  the  question  with  the  union  of  in- 
creasing Negro  participation  in  the  trade,  he  fears  the 
union  will  seek  reprisals  against  him  in  that  the  next 
time  that  the  contractor  needs  workers,  the  union  will 
send  over  incompetent  workers  as  a reprisal.  The  unions 
seem  to  .keep  a certain  amount  of  incompetent  workers 
around  for  this  very  purpose  of  keeping  contractors  in 
line.  This  is  a further  indicat ion . of  the  stranglehold 
that  unions  have  on  management  in  the  construction  indus- 
try. 


Detroit 


AFL-CIO  Regional  Official 

Here  in  Detroit  the  carpenters  and  the  trowel 
trades  are  no  real  problem.  The  real  recalcitrant  prob- 
lem is  the  sheet  metal  workers  and  the  pipe1  trades „ 

There  is  a real  political  problem  involved  in 
increasing  minority  participation  in  the  unions — namely, 
the  business  agents  will  want  to  be  reelected  and  spe- 
cifically the  unions  have  operated  in  a " club"  atmosphere, 
in  which  the  father-son  relationship  was  dominant.  This 
is  the  real  problem — the  social  side  of  the  apprenticeship 
program  and  the  craft  union.  A business  agent  who  is 
sympathetic  to  increasing  minority  participation  is  no 
good  to  the  cause  if  he  is  out  of  office.  Title  VII  will 
help  here  since  the  business  agent  can  blame  it  on  the 
Civil  Rights  Act  that  he  must  comply. 


UNION  ATTITUDES 


New  York 


Workers  Defense  League  Official 

With  respect  to  the  feelings  of  the  union  mem- 
bership concerning  this  issue,  if  enough  of  these 


qualified  people  get  into  the  union,  the  current  eomposi- 
tion  of  the  union  will  be  markedly  changed.  The  old  mem- 
bers feel  very  insecure  about  this.  They  are  scared  not 
of  Negroes  per  se,  but  rather  of  the  new  and  even  more 
qualified  workers  who  are  coming  into  the  unions  and 
changing  the  composition  of  the  unions  to  very  qualified 
type  people c 


San  Francisco 


Carpenters  Union  Official 

We  do  not  discriminate.  We  have  had  Negro  mem- 
bers in  our  locals  for  thirty  years.  This  is  partly  be- 
cause San  Francisco  is  a cosmopolitan  city  and  partly  be- 
cause it’  s easy  to  get  into  our  union.  Our  union  is  very 
large,  and  we  try  to  organize  everybody.  Although  it’  s 
easy  to  get  into  this  union,  once  you  get  in  you*  re  on 
your  own.  We  accept  almost  anybody  that  a contractor 
agrees  to  hire.  If  a contractor  wants  to  hire  a journey- 
man, he  simply  calls  us  and  we  will  test  the  man  and  let 
him  in  if  he  does  O.K.  on  the  exam.  The  same  is  true  for 
apprentices.  Most  of  our  apprentices  are  sponsored  by 
contractors.  Most  of  the  Negroes  who  are  in  the  union 
started  out  working  as  laborers,  and  picked  the  trade  up 
gradually  by  watching,  and  by  doing,  carpenter  work  when- 
ever they  could.  As  soon  as  they  could  get  a contractor 
to  sponsor  them,  we  gave  them  tests  and  admitted  them. 

A lot  of  Negroes  transfer  into  our  locals  from  other 
locals,  primarily  from  the  South.  A lot  of  them  were 
pile  drivers  who  switched.  Some  were  shipwrights  or  stage 
riggers  who  switched,, 

We  have  also  had  many  Negro  apprentices  over 
the  years.  However,  most  of  them  become  journeymen  but 
they  never  finish  the  program.  They  usually  complete  the 
on-the-job  training  but  not  the  related  classroom  train- 
ing. We  have  had  only  two  Negroes  complete  our  program 
since  it  was  started  in  1937  even  though  we  have  had  a 
lot  of  Negroes  in  these  programs.  But  because  most  of 
these  guys  do  not  complete  this  related  training,  they 
cannot  get  jobs  as  foremen.  We  will  allow  a man  to  work 
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as  a journeyman  even  though  he- has  not  completed  his  re 
lated  training,  but  we  will  not  give  him  a certificate 
and  he  will  not  be  able  to  work  as  a foreman. 


Houston 


BAT  Official 


H There  is  now  concern  at  the  BAT  with 

you"  attitude  resulting  from  attempts  to  force 
integration  of  locals.  More  is  to  be  said  for 
encouragement  than  coer cion--but  of  course  one 
risks  of  accomplishing  nothing  with  less  severe 


the  " damn 
immediate 
diplomatic 
runs  the 
policie  s . 


, ( . “i 


IBEW  Official 

There  is  little  concern  with  job  scarcity  or 
fragmentation.  In  mid— fifties  there  was  some  job  scarcity 
consciousness  but  not  todays  nearly  75  percent  are  fore- 
men within  two  years  of  completing  apprenticeship. 


Detroit 


BAT  Official 

There  is  simply  a drastic  shortage  of  qualified 
Negro  applicants.  For  example,  the  Carpenters  have  for 
the  entire  summer  [1965]  had  a standing  order  for  six  Ne- 
gro carpenters-apprentices;  they  could  only  get  five  and 
have  been  scouting  the  entire  summer. 

There  has  been  a reversal  in  attitude.  The  re- 
versal occurred  about  two  and  one-half  years  ago.  There 
is  acceptance  today  here  in  Detroit  of  Negroes  in 
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apprenticeship  programs.  But  the  problem  is  that  it  is 
quite  easy  for  many  of  the;  Negroes  to  qualify  for  them  to 
go  into  the  colleges  in  the  South  and  get  a very  easy 
degree. 

The  employers  pay  a great  deal  of  money  to  fi- 
nance apprenticeship.  Therefore,  they  are  getting  picky 
about  who  they  will  take  into  their  program.  They  would 
rather  not  take  the  vocational  student  since  ofwn  he  is 
an  outcast.  It  is  true,  however,  that  if  the  wage  rates 
were  lower,  then  they  [the  employers]  could  afford  to  be 
more  risky  in  their  selection  process. 


Houston 


Cement  Mason  Official 

IP 

1 of  the  opinion  that  there  are  great  many 
f j)  costs  to  other  locals  in  the  area  who  have  refused  to 

j integrate.  The  cost  has  been  in  terms  of  greater  compe- 

tition from  nonunion,  nonwhite  labor  as  well  as  the  sacri- 
* fice  of  revenue  in  terms  of  initiation  fees  and  dues  for 

| these  workers.  There  has  never  been  any  serious  problem 

j whatsoever  with  an  integrated  membership  of  the  cement 

1 masons.  There  is  no  real  fear  on  the  part  of  whites 

j that  the  Negroes  will  "take  over  the  union."  Nor  is  there 

any  corresponding  feeling  on  the  part  of  the  Negroes. 


Houston 


j Carpenters  Official 

J 


There  are  a remarkedly  small  number  of  appren- 
tices who  are  related  in  one  way  or  another  to  other  Car- 
penters. I attribute  this  to  a growing  feeling  on  the 
part  of  Carpenters  against  their  sons  becoming  Carpenters. 


i 
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New  York 


Building  and  Construction  Trades  Council  Official 

The  grandfather  clauses  are  now  outdated,  in 
that  most  sons  of  skilled  tradesmen  have  had  more  educa- 
tion than  their  fathers,  and  consequently  have  no  inten- 
tion of  following  their  fathers  into  these  skills. 


Pittsburgh 


Plumbers  Union  Official 

We  do  not  have  any  Negro  journeymen.  We  have 
had  about  four  Negro  journeymen  apply  but  they  flunked 
when  they  were  tested,  and  one  who  applied  failed  to  come 
for  the  exam.  We  went  for  several  years  without  ever 
receiving  an  application  from  a Negro. 


Pittsburgh 


Carpenters  Union  Official 

For  many  years,  no  Negro  boys  applied.  When 
they  did,  they  applied  and  got  in  because  of  a relative 
or  friend. 


Pittsburgh 


Carpenters  Union  Official 

The  carpenters  have  never  discriminated  against 
Negroes.  Negroes  have  been  in  this  union  for  as  long  as 
I have  been  alive. 


Many  of  the  boys  who  have  made  application  had 
no  desire  to  be  carpenters.  The  HRC  and  the  other  organi- 
zations went  around  to  the  high  schools  and  took  the 
"cream  of  the  crop"  and  then  sent  them  to  us.  Most  of 
these  boys  did  not  want  to  be  carpenters. 


Cincinnati 


IBEW  Official 

We  have  about  75  apprentices,  and  close  to  700 
journeymen.  None  of  them  is  a Negro.  Eighty  or  SO  jour- 
neymen have  made  application  and  are  waiting  to  get  in. 

I don't  know  if  any  of  these  guys  on  this  list  are  Negro. 
We  have  never  had  a Negro  member.  We  tested  about  five 
Negroes  about  three  or  four  years  ago  but  none  of  them 
passed.  We  don' t have  any  Negro  members  because  none  of 
the  Negroes  who  apply  are  qualified. 

We  don't  have  any  waiting  lists  for  apprentices. 
We  just  started  a class.  TTe  take  about  25  apprentices  in 
per  year;  this  allows  us  i ) replace  the  men  who  die  or 
retire.  We  are  looking  forward  to  a very  good  year. 

Our  te3ts  are  fair:  the  Negroes  just  aren't 

qualified.  Our  tests  are  administered  by  a professor  at 
Xavier  University.  You  can  get  our  qualifications  from 
BAT. 


Cincinnati 


Glaziers  Union  Official 

We  have  never  had  a Negro  boy  apply  to  our  pro- 
gram. If  one  applied  and  if  we  had  work  it  would  make 
no  damn  difference  to  us. 

There  are  two  Negro  Glaziers  here  in  town.  We 
would  love  to  have  them  but  we  can' t organize  them.  Our 
initiation  fee  is  $300. 


C incinnat i 


Roofers  Union  Official 

We  don' t discriminate,  because  we  don1 t really 
give  a damn.  One  of  our  Negro  apprentices  is  a dope  ad- 
dict. We  know  it,  and  we  still  don't  give  a damn. 


Cleveland 


Skilled  Trades  Committeeman  ( UAW) 

We  have  22  apprentices  at  the  present.  We  have 
about  six  Negro  apprentices.  We  have  always  insisted  on 
integration,  but  we  have  had  a problem  getting  the  appli- 
cants. We  called  Urban  League,  NAACP,  etc.,  and  told  them 
we  wanted  some  apprentices.  They  were  not  able  to  find 
many. 


Cleveland 

Ironworkers  Union  Official 

Supply  and  deme  'id  is  what  determines  whether  or 
not  we  expand  our  program.  If  demand  is  high  we  expand; 
if  demand  is  low  we  do  not.  For  example:  in  1956-57,  we 

had  200  apprentices,  because  there  was  a lot  of  work  then. 
In  1958  we  had  15  apprentices  because  there  was  not 
enough  work  to  g<p  around.  In  1956-57  we  had  1,800  men 
working;  in  1958  only  500  of  our  men  had  jobs.  The  ap- 
prentices won' t stay  in  the  program  if  there  is  no  work, 
even  if  you  give  them  all  "A1  s," 

If  you  want  to  have  some  more  Negro  apprentices 
you  have  to  first  see  to  it  that  more  of  them  are  quali- 
fied for  apprenticeship. 


Cleveland 


IBEW  Union  Official 

Friendship  and  association  play  an  important 
part  too.  When  apprenticeship  openings  are  announced,  the 
Journeymen  try  to  get  their  friends,  relatives,  and  asso- 
ciates in.  They  don't  have  Negro  friends,  relatives,  and 
associates.  Because  they  associate  with  their  own  kind, 
mostly.  This  is  not  discrimination,  this  is  human  nature. 
All  or  a J.ot  of  apprentices  are  sons  of  journeymen  in  the 

trade.  My  ded  was  a journeyman  in  this  union  before  I got 
in. 


1 dorv  t know  exactly  what  to  suggest  to  increase 
Negro  participation.  I guess  the  key  is  education.  More 
Negroes  need  to  be  qualified.  Education  is  the  key  to  the 
whole  racial  problem.  And  this. is  true  on  both  sides  of 
the  color  line.  Because  there  are  a lot  of  dumb  whites. 


Cleveland 


IBEW  Official 

Our  union  is  open  to  anybody.  We  don't  take  any 
special  measures  to  attract  anyone  who  is  not  interested 
in  us.  As  far  as  the  Negro  youngsters  are  concerned,  I 
don  t think  the  interest  is  there.  A lot  of  them  come  to 
take  the  test  but  they  don't  follow  through. 


Detroit 

Ironworkers  Union  Official 

I have  been  in  this  business  for  1G  years.  To 
the  best  of  my  knowledge,  no  Negroes  have  ever  applied  to 
this  program.  We  have  not  found  it  necessary  to  do  much 
business  with  the  AIC.  We  do  not  solicit  people  from  any 
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place.  We  don't  have  time.  Our  applicants  usually  know 
someone  who  is  already  working  for  us  or  in  the  union.  We 
do  not  advertise  or  publicize  our  programs. 

There  are  about  100  Ironworker  apprentices  in 
the  Detroit  apprenticeship  school.  The  programs  usually 
begin  in  September.  About  32  boys  have  taken  the  written 
exam  and  are  waiting  to  take  the  oral  examination.  "A  lot 
of  them  don' t show  up  for  the  cral."  No  Negroes  are  in 
this  group  which  is  waiting  to  be  tested. 


\ a 


Cle ve land 


IBEW  Union  Official 


We  just  started  a program  about  six  weeks  ago. 

We  did  not  have  one  single  Negro  applicant.  Our  next  pro- 
gram will  start  in  September.  We  will  test  in  August  or 
July.  We  always  allow  one  week  for  the  acceptance  of  ap- 
plications . 

The  father-son  situation  was  prevalent  in  this 
local  for  some  time.  But  this  is  no  longer  the  case  since 
the  standards  have  been  established.  This  is  good  because 
a lot  of  guys  who  got  in  because  their  fathers  were  journey- 
men turned  out  to  be  poor  or  mediocy*- mechanics : 

1.  Sometimes  the  guys  became  electrical  workers  be- 
cause their  fathers  forced  them  into  it. 


J 


2.  Sometimes  sons  got  in  who  had  the  desire  but 

They  cannot  get  in  now 
standards  and  pass  the 


didn't  have  the  "smarts." 


if  they 
exams . 


don' t meet  the 


These  standards  take  the 


member  can' t blame 
in.  Because  if  he 
accepted . 


pressure  off  us.  Now  a 
if  his  son  does  not  get 


us,  the  agents, 
does  not  pass  the  test  he  will  not  be 
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Cleveland 


IBEW  Union  Official 

We  would  be  better  off  if  we  had  more  Negroes, 
but  the  integration  is  sIgw.  We  got  two  boys  in,  in  1963 
and  1964.  But  we  have  not  found  a qualified  Negro  appli- 
cant since  then.  It  would  be  better  if  we  could  have  a 
steady  flow  of  them,  like  a few  each  year.  This  way  the 
men  would  get  used  to  it  better. 

The  Negroes  who  apply  to  us  usually  come  from  the 
bottom  of  the  ladder.  I guess  all  the  smart  ones  go  on  to 
college,  since  there  are  a lot  of  opportunities  opening  up 
for  Negroes  in  education.  The  AIC  hasn’t  been  of  much  help 
either.  We  informed  them  about  our  program,  and  they  did 
not  send  one  single  Negro  I haven' t seen  anything  come 
out  of  the  AIC.  We  have  notified  them  each  time  we  started 
a c la  s s . 


Cleveland 


Plumbers  Union  Official 

Negroes  have  applied.  Most  of  them  failed  the 
test.  Some  don't  even  show  up  for  the  exam  after  they 
apply.  Some  of  the  ones  who  do  come,  come  late.  We  give 
a written  and  an  oral  examination.  Yes,  our  oral  exam  is 
designed  so  that  we  can  turn  a boy  down  if  we  don't  want 
him.  If  we  get  an  applicant  who  is  one  of  these  beatniks, 
or  something  like  that  we  can  flunk  him.  But  this  is  not 
done  very  often. 
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MANAGEMENT  ATTITUDES 


San  Francisco 


Management  Industrial  Relations  Official  (Machinists) 

Most  of  our  Negro  apprentices  come  in  through 
normal  hiring  procedures.  However,  some  do  come  from  the 
AIC.  One  of  the  big  problems  is  that  Negroes  don't  seem 
to  know  much  about  apprenticeship.  The  youngsters  are  not 
familiar  with  it  so  they  don' t apply.  The  civil  rights 
groups  view  it  as  some  kind  of  mass  employment  process. 

Many  Negroes  cannot  get  in  because  the  standards 
are  too  tough.  But  the  standards  cannot  be  lowered.  These 
are  highly  skilled  jobs,  the  machines  are  complex,  and 
there  is  steady  upgrading.  Once  we  train 
machinist,  we  give  an  additional  year  for 
training.  In  addition,  if  a man  gets  two 
he  can  qualify  for  a management  position, 
of  our  people  have  worked  ir.  the  shop. 


a man  to  be  a 
tool  and  die 
years  of  college 
At  one  time  all 
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Another  problem  is  that  management  is  not  doing 
enough  training.  Some  feel  that  it's  too  costly,  they  like 
to  n pirate."  We  have  found  that  if  a boy  stays  with  us  for 
four  years  he  does  not  cost  us  a cent. 


New  York 


Workers  Defense  League  Official 

Management  today  is  increasingly  speaking  out  on 
the  issue  of  qualified  apprentices.  Traditionally,  labor 
has  dominated  the  JACs„  Employers  were  complacent;  manage- 


ment now  wants  to  upgrade  the 
management  is  speaking  out  on- 
attempt  to  get  more  qualified 
technologies . 


skilled  workers.  So  now 
discrimination  issues  in  an 
people  trained  in  the  new 
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Cleveland 


Management  Attitude  (Carpenters) 

As  of  late , ire  have  not  been  able  to  get  any 
apprentices.  We  haven't  received  any  applications.  In 
addition  we  have  a hard  time  persuading  the  contractors  to 
take  on  apprentices.  The  contractors  are  becoming  aggra- 
vated because  they  don' t want  the  kids  to  go  to  school 
during  the^day.  The  contractor  has  to  pay  the  apprentice 
a full  day'  s salary  when  he  is  in  school.  We  require  them 
to  attend  school  once  a week. 


ATTITUDES  OF  APl^RENTICESHIP  OFFICIALS 


Cleveland 


BAT  Official 

Some  of  the  civil  rights  organizations  around 
town  have  taken  about  17  Negro  boys  from  committee  to  com- 
mittee to  committee.  But  you  know  damn  well  that  these 
boys  were  not  interested  in  five  different  trades.  Then 
when  they  fall  on  their  face,  they  yell  discrimination. 

Then  too,  the  Negro  youngsters  who  can  pass  the 
tests  can  go  much  higher  today;  so,  they  overlook  appren- 
ticeship. 


Detroit 


BAT  Official 

Any  Negro  who  wants  apprenticeship  in  Detroit  can 
get  it.  Maybe  not  immediately,  but  this  is  the  way  it  is 
in  apprenticeship.  You  can't  simply  walk  in  and  get  a job 
immediately.  The  Negro,  however,  must  be  at  the  same 


level,  not  at  a lower  level  as  a white  applicant  because 
all  the  unions  give  tests.  Currently,  the  UAW  pays  ap- 
prentices $2.60  an  hour  plus  $1.00  in  fringe  benefits. 
Consequently,  tests  must  be  given  in  order  to  get  only 
qualified  people  rather  than  Just  taking  anyone.  Appren- 
ticeship is  very  costly  to  the  employer  as  he  pays  all  the 
cost  of  training  in  the  city  of  Detroit,  so  we  must  have 
tests. 


LEGAL  ACTION 


New  York 


State  Human  Relations  Commission  Official 

The  State  Ccmmission  has  direct  regulatory  powers 
over  unions  and  JAC6.  . This  power  has  been  used  in  only 
three  cases  so  far.  The  first  case  was  that  against  the 
Plumbers  in  Rockland  County;  secondly,  against  the  Sheet 
Metal  Workers;  thirdly,  against  the  Ironworkers  in  Albany. 


Cleveland 


BAT  Official 

We  have  developed  standards  which  must  be  adopted 
if  Ohio  apprenticeship  programs  are  to  be  recognized  by 
the  Department  of  Labor.  To  a large  extent  most  programs 
are  in  compliance  with  our  standards  and  the  state  standards. 
But  this  is  simply  a matter  of  going  on  record  as  being  in 
compliance.  There  hasn't  been  any  change  in  actual  number. 

With  reference  to  apprenticeship,  as  the  stan- 
dards for  Equal  Employment  have  been  .e stablished,  there  has 
been  a tendency  for  JACs  to  raise  standards  for  admission 
to  the  programs.  This  raising  of  standards  has  resulted 
in  the  exclusion  of  Negroes. 


QUOTATIONS  PROM  INTERVIEWS  WITH 
APPRENTICE  PARTICIPANTS 


Cleveland 


Pending  - Plumbers 

My  high  school  Counselor  never  discussed  appren- 
ticeship with  me.  I was  never  counselled  by  anyone  during 
the  four  years  he  spent  at  East  Tech.  E.  Tech  is  a typi- 
cal ghetto  school.  Most  of  the  boys  end  up  walking  the 
streets  even  though  they  have  graduated  from  there.  Even 
though  they  know  a trade  they  can* t get  into  apprenticeship 
because  they  are  Negroes.  Most  of  the  boys  would  make 
good  mechanics,  but  they  get  bad  grades  in  English  and 
stuff  like  that  even  though  they  get  A1  s in  Shop. 


Cleveland 


Rejected  - Pipefitters 

When  I got  to  the  Urban  League  the  counselor 
there  asked  me  if  I was  inte.rested  in  apprenticeship  train- 
ing. I told  him  yes  even  though  I was  not  really  inter- 
ested. He  asked  me  if  I was  interested  in  pipefitting.  I 
told  him  yes,  but  to  be  frank,  I didn' t even  know  what 
pipefitting  was  at  that  time.  I wanted  a job,  it  didn't 
matter  what  kind  of  job  I got,  I just  wanted  a job. 


Pitt  sburgh 


Apprentice  - Carpenters 

Before  I took  the  oral  exam,  I met  with  my  high 
school  counselor.  He  instructed  me  to  be  sure  and  convince 


the  JAC  that  my  life-long  ambition  was  to  be  a carpenter, 
and  not  to  tell  them  that  I would  like  to  go  to  college. 


Pittsburgh 


Negro  rejected  - Operating  Engineers 

The  only  thing  that  will  convince  Negro  boys  that 
it  makes  sense  to  apply  is  for  them  to  see  some  Negroes 
operating  those  machines. 


Brooklyn,  N.Y. 


Apprentice  - Typo.  No.  6 

I haven' t seen  any  resentment  to  tell  you  the 
truth.  I have  maintained  ever  since  I have  been  working 
where  I am  now  an  attitude  of  being  aloof,  because  I don’ t 
play  no  kind  of  card  game  ...  we  kid,  I don' t play  cards. 
Lunch  time  they  have  a little  poker  game,  small  stakes,  and 
I've  never  even  kibbitzed,  once.  Yet,  down  through  the 
years,  anything  that  I have  asked  them  to  show  me,  every- 
body has  helped.  So  I've  learned  a lot  from  them,  from  all 
three  shifts.  We  don't  socialize,  we're  not  overly 
friendly,  I don' t see  them  because  most  of  them  live  in 
other  areas  of  the  city,  or  out  in  the  suburbs.  Maybe 
there  is  somebody  that  doesn't  like  me  but  this  I don't 
know.  Anyone  who  I have  approached  and  asked  to  show  me 
something,  they  have  all  cooperated.  And  when  I was  taken 
off  the  presses  and  given  a desk,  everybody  came  around 
kidding  about  who  you  know,  so  I don' t say  that  there 
isn' t prejudice,  but  I haven' t seen  it. 
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New  York  City 


Dropout  - Ironworkers  Local  40 

A.  Some  difficulties  I ran  into  with  one  of  the 
senior  foremen.  We  had  a disagreement  and  I think  he 
didn1 t like  or  we  couldn' t get  along  together  or  something 
like  that.  In  fact  I know  we  couldn't  get  along.  He 
wanted  me  to  do  the  impossible. 

Q.  What  do  you  mean  impossible? 

A.  Like--say  walk  out  on  a beam  when  I feel  I 
should  be  given  a little  more  time  getting  familiar  with 
how  to  walk  out  on  something  without  just  going  out  there. 
You  know. 

Q.  How  many  feet  were  you  working  up? 

A.  This  was  about  20  stories  high. 

Q.  And  he  wanted  you  to  immediately  . . . 

A.  Yes,  without  trying  to  work  my  way  walking 
out  on  a beam.  He  figures  that  after  a week  I should  know 
how  to  walk  on  a beam.  But  it  takes  balance  and  self 
confidence,  you  know,  you've  got  to  get  your  nerves. 


New  York 


Apprentice  - I.B.E.W. 

ther-son  relationship  is  very  prevalent  during 
the  summer  Sons  and  close  relatives  of  journeymen  are 
brought  in  on  jobs  during  summer  vacation  from  college. 
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San  Francisco 


Machinist  Apprentice 

I have  not  h& d any  trc able  of  a racial  nature 
since  I have  been  in  the  program  but  there  is  discrimina- 
tion in  the  shop.  For  example,  the  white  boys  always  get 
to  work  za  the  new  and  big  machines.  As  soon  as  there  is 
an  opening  on  a new  machine,  they  put  a white  boy  on  it. 
It* 1  s a subtle  kind  of  discrimination,  and  I think  it  is 
more  of  a discrimination  for  than  discrimination  against. 
For  example,  our  foreman  is  an  Italian,  he  favors  Italian 
apprentices.  The  foreman  in  the  assembly  department  is  a 
German,  and  his  entire  department  is  German.  But  I still 
think  this  is  a good  company. 


Cleve land 


Apprentice  - Ironworkers 

I haven' t experienced  much  discrimination.  I get 
along  O.K.  with  most  of  my  co-workers,  except  those  damn 
Indians.  They  come  from  other  locals  in  New  York  and 
Canada--!  got  into  a hussel  with  one  of  them.  He  was  a 
journeyman.  He  sent  me  down  from  the  25th  floor  to  get 
six  cans  of  pop  and  he  didn't  want  to  tip  me.  When  I 
brought  the  pop  back  up  to  him  I stood  around  waiting  for 
my  tip.  You  know,  like  bellhops  do  if  you  don't  want  to 
tip  them.  He  just  ignored  me.’  So  I asked  him  for  a tip. 

He  got  real  mad  with  me.  Then  a few  days  later  when  I was 
going  around  asking  the  journeymen  in  my  group  if  they 
wanted  coffee,  I came  to  him  and  I asked  him.  He  said 
"Get  the  hell  away  from  me,  'NIGGER,'"  and  he  spat  in  ray 
face.  I wanted  to  fight  him  right  then  and  there,  but  I 
knew  I would  get  the  worst  end  of  it  so  I didn' t say  any- 
thing. This  was  when  I was  working  for  Bethlehem  Steel  on 
the  first  job.  He  and  some  other  Indians  were  the  only 
ones  that  I had  any  trouble  with. 


Cleveland 
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Rejected  - IBEW 


wo Su  01  my  friends  think  apprenticeship  is  good, 
ut  you  have  to  go  through  too  much  crap  to  get  it  because 
you  are  colored.  Several  of  my  friends  applied  and  were 
turned  down  because  the  union  said  they  flunked  the  quiz. 

not  even  aPP1y  because  of  the  $10  fee;  the  ones 
who  did  pay  it  felt  real  bad  because  they  had  spent  $10 
for  nothing. 


Washington,  D.C. 


Negro  Apprentice  - IBEW  Local  26 

I would  encourage  other  Negro  high  school  gradu- 
ates to  seek  apprenticeship  training  in  this  and  other 
unions,  especially  if  they  did  not  want  to  go  to  college 
or  to  hang  on  the  corners  and  if  they  want  to  earn  a 
profitable  living  like  $10,000  a year. 


Washington,  D.C. 


Negro  Applicant  Rejected  - Plumbers,  Pittsburgh 

4 ^ * wanted  to  enter  apprenticeship  because  I wanted 

to  get  into  the  union.  That*  s where  the  money  is. 

Most  of  my  friends  know  about  it,  but  don’t  know 
how  to  get  into  the  programs.  They  feel  that  going  to 
trade  school  is  just  a waste  of  time.  Because  if  you  study 
to  be  an  auto  mechanic  you  will  end  up  getting  a job  wash- 
ing cars;  if  you  take  up  bricklaying,  you  will  end  up  as  a 
hod-carrier.  You  don't  have  a chance  to  really  practice 
what  you  learn  in  school  like  the  white  boys  do. 
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money. 


Detroit 


Negro  Sheet  Metal  Apprentice 

. 1 think  that  they  [the  union]  are  doing  every- 

groes  donCCseem°tSet  W®groes  lnto  the  Program.  But  Ne- 
groes  don  t seem  to  want  apprenticeship.  When  thev  set 


Cleveland 


Dropout  - Sheet  Metal  Workers,  Cleveland 

__  . _ _ 1 droPPed  out  of  the  program  because  I wanted  to 

be  exposed*?^ ' 1 Sheet  Metal-  **  I think  thSt  I .ill 

e exposed  to  greater  opportunities  if  I go  to  college  I 

am  majoring  in  Industrial  Engineering.  I wrote  a letter  L 

the  company  and  the  union  anS  explain^  my  decision 

llTll  PrHe  tr?edC:lled  me  ain  T decision 

E^inlnn!  £ t ^ persuade  me  to  go  into  Mechanical 

Engineering  He  told  me  that  if  I ever  needed  a job  I 

could  come  back  when  I want  to.  The  union  gave  me  a leave 
of  absence.  They  told  me  that  I could  comeback  to  the 
program  if  I didn't  make  it  in  college. 

„ A white  hoy  who  quit  the  program  to  go  to  col- 
lege was  refused  readmittance  when  he  dropped  out  of 
school.  This  happened  before  I dropped  out. 


Cleveland 


Rejected  - IBEW 


ing 
had 
knew 


I had  no  special  preparation.  If  I had  had  train- 
and  more  math,  I believe  I could  have  succeeded.  I 
good  chance  but  simply  didn't  score  high  enough.  I 


I didn' t do  well. 
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New  York  City 


Rejected  - Sheet  Metal  Workers  No.  28 

Yes,  and  I went  to  an  all-white  school  and  their 
classroom  work  was  much  more  advanced.  I went  to  junior 
high  school  and  then  I moved  from  there  and  went  to  a 
colored  school  in  the  Bedford  Stuyvesant  section  and  the 
work  they  had  was  to  me  like  a breeze,  because  the  school 
in  the  white  neighborhood  was  more  advanced,  much  harder. 


